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ABSTRACT 
JOB SATISFACTION AND UNIVERSITY FACULTY: AN Ely[PIRICAL 
INVESTIGATION OF THE FACTORS INFLUENCING THE 
JOB SATISFACTION OF LECTURERS AT THE 
UNIVERSITY OF LAGOS, NIGERIA 
(September 1979) 
John Olusola Oni, B.Sc. Hons., University of Lagos, Nigeria 
M.B.A., University of Wisconsin 
Ph.D., University of Massachusetts 
Directed by: Professor Frederick E. Finch 
Studies have suggested that professionals are more 
concerned with higher level needs such as: achievement, 
status, opportunities for growth, responsibility and 
self-actualization. The view is also held that they are 
less concerned with extrinsic elements of the job in the 
form of pay, organization policy and supervision. 
This study examined the factors that influence the 
job satisfaction of lecturers in one of Nigeria's 
institutions of higher learning. It also examined the 
importance that lecturers attach to the various job aspects 
as a measure of their work need. 
Data were collected from Lagos University teaching 
faculty using a slightly modified short form of the Minnesota 
Satisfaction Questionnaire (MSQ). 
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Lecturers reported being more satisfied -with intrinsic 
than extrinsic aspects of the job. They also rated most of 
the job aspects as being of high importance. Only authority 
was not so highly rated and this may result from the fact 
that professionals treat one another as colleagues rather 
than as superior-subordinate. The hierarchical structure in 
the university might be termed 'hierarchy among co-equals*. 
Contrary to the assumption that societal demands on 
the lecturers will affect the values they placed on extrinsic 
job factors, lecturers did not rate extrinsic job factors as 
of high importance as intrinsic factors when the ratings were 
ranked. This suggests that professionals, including 
lecturers, have strong norms in terms of their job behavior 
and work values. 
Factor analysis of the data from this study resulted 
in four clusters of job aspects. These are interpreted as: 
(1) The characteristics of the work, made up of: independence, 
activity, variety, social status, social service and ability 
utilization. These can be provided by the nature of the 
job alone. 
(2) Characteristics of the individual, consisting of: 
creativity, responsibility and achievement. To be responsible, 
creative and to want to achieve are traits of an individual's 
personality. 
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(3) The work atmosphere, in terms of: university policy, 
pay, advancement and environmental conditions. These 
aspects portray the context within which the job is 
perrormedj and 
(4) Supervision-human relation and technical- reflects on 
the leader's supervisory abilities. 
More professional schools are less satisfied than the 
less professional schools in the university. This may result 
from the fact that faculty pay practices typically fail to 
consider that different academic units, such as the Schools 
of Business, Engineering and Medicine, face entirely 
different labor market conditions. The common practice of 
fixing the same salary structures for all lecturers across 
all schools, without considering the possibility of different 
rates for various disciplines, may be a costly mistake. 
There was a significant difference in faculty 
satisfaction on the basis of rank but lecturers did not 
differ significantly in their job satisfaction when they 
were classified as males/females. When the effect of rank 
was partialled out, variation in faculty satisfaction by 
tenure was non-significant. 
Lecturers holding higher degrees are more satisfied 
than those with lower degrees. The low satisfaction or rather 
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the dissatisfaction with general environmental conditions 
could be associated with the problems of a metropolis. 
University of Lagos lecturers expressed concern over 
the gradual loss of university autonomy resulting f rom the 
increasing government control of universities. In addition, 
they are of the view that lack of funds and facilities may 
hinder the university in the pursuit of its research efforts. 
Studies of lecturers' satisfaction in other Nigerian 
Universities as well as in other parts of the world would 
be useful for comparative purposes and for generating a 
common measure of what faculty seek from their job. 
Furthermore, many of the exogenous variables currently 
being ignored or assumed away should be included in studies 
of job satisfaction. Some of these variables include: the 
individual's view of himself in relation to his job, cultural 
influence, the level of development and the job market 
situations. This may lead to a better understanding of why 
a worker is satisfied or dissatisfied with the job. 
Finally, research efforts should continue with trying 
to determine the precise nature of job outcomes that people 
work for through in-depth interviews and more case studies. 
IX 
TABLE OF CONTENTS 
Page 
ACKNOWLEDGEMENTS . iv 
ABSTRACT. vi 
LIST OF TABLES.xii 
LIST OF EXHIBITS.xiv 
Chapter 
I. INTRODUCTION . 1 
Statement of the Problem . 6 
Purpose of the Study. 11 
Significance of the Study. 12 
II. LITERATURE REVIEW  14 
Concept of Job Satisfaction. 15 
Causes of Job Satisfaction. 19 
Personal and Situational Correlates 
of Job Satisfaction . 31 
Consequences of Job Satisfaction . 39 
Influence of Culture and Level of 
Development on Job Satisfaction  48 
III. PROCEDURES AND METHODOLOGY . 55 
Propositions . 55 
Hypotheses. 56 
The Sampl . 62 
The Instrument. 63 
Data Analysis  68 
IV. RESEARCH FINDINGS AND TESTS OF THE HYPOTHESES . 73 
V. CONCLUSIONS 124 
Conclusions of the Study.124 
Limitations of the Study.135 
Suggestions for Future Action . 137 
X 
TABLE OF CONTENTS—Continued 
Page 
BIBLIOGRAPHY . 141 
APPENDIX .151 
A. Letter written to University 
of Lagos Faculty.151 
B. The Study Questionnaire.152 
C. Correlation Coefficients for 
Each Variable-Satisfaction . 155 
D. Correlation Coefficients for 
Each Variable-Importance  156 
E. Analysis of Covariance .157 
F. Partial Correlation Coefficients- 
Controlling for Rank.158 
G. Intrinsic, Extrinsic and General 
Satisfaction classified by Salary, 
Age and Nationality respectively . 159 
H. Importance of Job Aspects 
by Nationality .161 
XI 
LIST OF TABLES 
Table Page 
1. Questionnaire Return Rate by School/College . 69 
2. Mean Satisfaction and Mean Importance ... 75 
3. Pearson Correlation between 
Satisfaction and Importance . 77 
4. High Importance-High Satisfaction/Dissatisfaction 
Low Importance-Low Satisfaction . 80 
5. Factor Analysis. Factor Loadings 
on Satisfaction Variables  82 
6. Intrinsic-Extrinsic Satisfaction 
Scales and T-Test. 84 
7. Intrinsic and Extrinsic 
Satisfaction by School/College . 87 
8A. Intrinsic Satisfaction by Degree  89 
8B. Extrinsic Satisfaction by Degree . 89 
8C. General Satisfaction by Degree  90 
9. Intrinsic and Extrinsic Satisfaction 
by Rank. 91 
10. Intrinsic and Extrinsic Satisfaction 
by Te ure. 92 
11. Faculty Satisfaction by School/College ... 94 
12. Satisfaction with Characteristics of the Work, 
the Individual, the Work Atmosphere and 
Supervision classified by School . 96 
13. Comparison of Satisfaction by 
more Professional and less 
Professional classification . 97 
14. Faculty Satisfaction 
by Rank . 100 
15. Importance of Intrinsic Factors 
by Rank  102 
Xll 
LIST OF TABLES—Continued 
Table Page 
16. Importance of Extrinsic Factors 
by Rank. 103 
17. Comparison of Mean Satisfaction 
scores by School and Rank. 104 
18. Faculty Satisfaction by Sex. 106 
19. Importance ratings of 
Job Aspects by Sex . 108 
20. Faculty Satisfaction by Tenure . Ill 
21. Faculty Satisfaction classified 
by Degree  115 
22. General Satisfaction 
and Environmental 
Satisfaction . 118 
xiii 
LIST OF EXHIBITS 
EXHIBIT Page 
1. Lawler's (1973) Model of. 
the Determinants of 
Satisfaction  29 
2. Model of the Factors 
that influence Job 
Satisfaction . 50 
XIV 
CHAPTER I 
INTRODUCTION 
At the approach of Nigerian Independence in 1960, 
there was a massive exodus of expatriates from the country. 
This posed the problem of how to generate adequate skilled 
manpower to maintain efficiency in the growing public 
seirvices as well as to assure economic and social advance. 
Accordingly in April 1959, the Federal Government of Nigeria 
set up a commission under the chairmanship of Sir Eric Ashby 
to conduct an investigation into Nigeria's needs in the field 
of post-school certificate and higher education over the 
following twenty years (Yesufu, 1973; 251). 
The Ashby Commission reported in 1961 and, among other 
things, recommended the establishment of the University of 
Lagos. It was to develop as an urban university that will 
specialize in the provision of education in the fields of 
Commerce and Business Administration, Economics and in the 
Social Sciences. It was also to orient its degree structure 
and curriculum to attain professional standards as well as 
meet the practical needs of the country. 
The Role of the University in Nigeria. It is my view that 
the university has four major roles to play. These include; 
teaching, which is the imparting of knowledge; research. 
1 
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that is, the pursuit of kno-wledge; dissemination, with the 
purpose of contributing to national and international 
dialogue and criticism; and service orientation through the 
rendering of community service and the professional training 
of the high-level and intermediate manpower needs of the 
nation. 
Adaralegbe supported this view by noting that the 
Nigerian University has to get involved in the vital business 
of modernization with its impact on agriculture, industry, 
trade and business, conditions of living and human relation¬ 
ships. The University must serve as an agent and instrument 
of change in bringing the fruits of modern technology and 
the rich black cultural heritage to as many Nigerians as 
possible. Through research, dialogue and criticism, the 
University must provide the country with an intellectual 
climate necessary for the survival of the country's 
civilization (1972; 75). 
Set against these requirements, the University of 
Lagos was established by the University of Lagos Act of 1962. 
Following Yesufu, it appears that; 
everyone seemed content that it was being based 
on the most mature deliberations and judgement 
predicated upon international wisdom. The nation 
seemed expectant that a new university was in the 
offing which would uphold the best tradition of 
higher learning but which was nevertheless dedicated 
first and foremost to the service of the nation 
rather than to the assistance of the individual 
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merely to develop his intellectual powers and 
capacities. It was to be not only an urban 
university but also a technological university, 
fully independent, providing intellectual leadership 
and inculcating the professional skills so essential 
for national development and modernization, within 
its special metropolitan milieu which is 
characterized as a centre of commerce and industry, 
a ferment of social change, and a melting pot of the 
many cultures that make up Nigeria (1973: 253). 
Since its inception in 1962, the University of Lagos 
has produced graduates in the sciences, engineering, business 
administration, the social sciences and education. These 
graduates have contributed tremendously to the realization 
of some of the developmental hopes and aspirations of the 
country. It has also shared in many of the country's 
problems resulting from students' riots, the instability 
created by changes in the university's administrative head 
and the Nigerian civil war which led to the desertion of the 
university, at that time, by students from a certain region 
of the country. 
It must be mentioned that the University of Lagos is 
located within the city of Lagos which occupies a unique 
position in Nigeria. Lagos plays the dual role of being the 
capital of the country as well as the capital of the Lagos 
State. In this regard, it accommodates federal and state 
governments' offices and provides houses for the officials 
who work in these establishments. 
Lagos has a major sea-port and airport. The large 
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number of industrial and commercial establishments located 
in and around Lagos attracts a lot of businessmen and job¬ 
seekers from the other parts of the country daily, as a 
result, the social problems of a sprawling urban center are 
compounded. 
There are problems of transportation, housing and 
adequate provision of social amenities. It may take as long 
as two hours at times to travel a three-mile distance because 
of the ever-present traffic holdups. The public transport 
which one might use as a substitute for driving one’s car is 
inefficient and ineffective. To look for an apartment to 
rent in Lagos is like an invitation to frustration either 
as a result of the scarcity of good apartments or the high 
rent charged by the landlords for those available. 
Electricity and water supplies are unreliable. The standard 
of sanitation gives cause for concern. The high cost of 
living in Lagos results from the high demand for the 
inadequate existing facilities. 
It is within this situation that the University of 
Lagos lecturer, like any other worker in Lagos, functions. 
This prompts one to wonder, ’why is man a worker?’ (Man 
refers to people here and has no sexist connotation). The 
U.S. Department of Health, Education and Welfare provides 
an answer: 
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Man works first of all to sustain physical life, 
that is, to provide food, clothing and shelter. 
But work is central to man's life for other reasons 
as well. According to Freud, work provides us 
with a sense of reality; to Elton Mayo, work is 
a bind to community; to Marx, its function is ' 
primarily economic. Theologians are interested 
in work's moral dimensions; sociologists see it 
as a determinant of status and some contemporary 
critics say it is simply the best way of filling 
up a lot of time. To the ancient Greeks who had 
slaves to do it, work was a curse. The Hebrews 
saw work as pianishment and the early Christians 
found work for profit offensive but by the time of 
St. Thomas Aquinas, work was being praised as a 
natural right and duty, a source of grace along 
with learning and contemplation. During the 
Reformation, work became the only way of serving 
God. Luther pronounced that the conscientious 
performance of one's labor was one's highest duty. 
Marx, however, took the concept of work and put 
it in an even more central position in life: freed 
from capitalist exploitation, work would become a 
joy as workers improved the material environment 
around them (1972: 1). 
The committee that wrote the report on Work in America 
(1972) feels that even in present day living, work is 
profound and basic in human nature, in addition, it serves 
a number of functions in human lives. Work is the means 
by which we provide the goods and services needed and desired 
in society, it is through the economic rewards of work that 
we obtain both immediate gratification of transient wants 
as well as provide for future needs. 
Socially, the workplace has always been a place to 
meet people, converse and make friendship. In many 
traditional societies, it is customary for the children to 
follow in their fathers' footsteps by learning their trade 
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and occupation. The assumption of responsibility by the 
children of one task and then another prepares them for their 
economic and social roles as adults. 
Finally, the type of work performed has always 
conferred a social status on the worker and his family. In 
some traditional societies, the father's occupation has been 
the major determinant of status, which, in turn, has 
determined the family's; class standing, where they lived, 
where the children went to school and with whom the family 
associated. In addition, the society has always commended 
work and condemned indolence. 
It is evident that work has a pervasive influence and 
impact on peoples' lives, no doubt they try to put up with 
all the inconveniences of working. For work to have any 
meaning to the worker, lecturers inclusive, they ought to 
derive satisfaction from it. 
Statement of the Problem 
Universities provide important, though largely 
indirect services to society. The liberal education they 
offer to increasing numbers of young people creates an 
opportunity for an enlightened citizenry. The scientific 
knowledge they generate improves the technology and hopefully 
makes possible rising standards of health and living. Their 
contribution to the Arts and Humanities enrich the culture. 
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The advanced technical training programs supply a 
professional labor force. 
The quality of an academic institution and its 
contribution to knowledge and to society depend on the 
quality of its staff and students. Naturally only people 
and not institutions perform academic work, and how good it 
is hinges on these people. But this does not mean that 
institutional characteristics are irrelevant for academic 
quality, because the conditions in an academic institution 
determine the quality of the faculty and students it is 
able to recruit (Blau, 1973: 79). 
In a developing economy like Nigeria, lecturers 
constitute a highly valued resource because of their role 
as trainers of the much needed skilled manpower. One of 
the bottlenecks to the implementation of development plans 
in Nigeria has been the shortage of skilled manpower. If 
lecturers are expected to make any meaningful contribution 
to knowledge and to society, it is desirable that they be 
satisfied with their job. 
Generally it is commonly accepted that in recent years, 
changes have been taking place in most workers* attitudes to 
work and these changes, in conjunction with economic and 
technological changes, have produced stresses in industrial 
relations. The attitudinal changes that are taking place 
in work are significant f rom the point of view of both 
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economic and social progress (Barbash, 1976: 5). 
The Vice-Chancellor of the University of Lagos, in his 
convocation address of January 8, 1977, noted that apart 
from the problems of adequate provision of physical 
facilities for teaching and research, there is the problem 
of not only attracting but also retaining the services of 
the best university teachers especially in the areas of 
Engineering, Environmental Design and Business Administration. 
He also felt that, over the years, university teachers are 
progressively getting disillusioned with academic life. The 
major reason he advanced for such disillusionment is the • 
disparity between salaries available to professionals in the 
public sector and those in the private sector. Formerly, 
it was the belief by almost all workers in Nigeria that 
university lecturers were better compensated than other 
workers in private establishments. Presently, private 
enterprises pay relatively higher salaries and provide 
comparable fringes to those provided by the university. 
A second reason given by the Vice-Chancellor is that 
there appears to be a growing feeling among lecturers that 
some of the demands and attitudes of society to university 
teachers are incompatible with the self respect and 
independence which the professional person needs if he is to 
flourish. This is occasioned by the increased control being 
exercised by the government and its functionaries on 
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university’s administration. 
All the 13 universities in Nigeria are now under the 
control of the Federal Government which allocates funds to 
them in its annual budget. It also oversees the appointment 
and removal of Vice-Chancellors. Even though Nigerian 
universities are under the auspices of the Nigerian Universi¬ 
ties Commission (NUC) its decisions are subject to 
ratification by the government. 
An example of unnecessary government intervention in 
university affairs is its removal of two Vice-Chancellors 
and some lecturers from their posts recently as a result of 
their role in student unrest in some of the Nigerian 
universities towards the end of the 1977/78 academic session 
(Sunday Times, Nigeria, September 3, 1978: 1 and 5; West 
Africa, London, May 1978: 833 and 835). 
In 1975, a number of university lecturers in Nigeria 
were compulsorily retired from their jobs on the groimds of 
divided loyalty, meaning that many of these lecturers were 
engaged in private business. In its editorial opinion of 
April 10, 1977, the Sunday Times of Nigeria felt that the 
bane of the Nigerian worker seems always to be a misconception 
of what constitutes the measuring rod for success in his 
chosen career. The newspaper lamented that, for quite a 
number of professionals and non-professionals alike, the 
most tempting criterion of judgement is money and what money 
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can buy in a society vhere it has become fashionable to pile 
up and show off wealth. This tendency has often debased the 
workers’ sense of job satisfaction, of idealism and pursuit 
of excellence. It has drawn scholars from the ivory towers 
to join the queues of emergency contractors who shop from 
ministry to ministry and from company to company to supply 
such items as gravel, vegetables, stationery and so on. 
It appears as if the newspaper has forgotten that these 
professionals are part of the society and that they too have 
needs which have to be satisfied especially within the milieu 
of cultural demands. Even though I am opposed to a lecturer 
whose expertise is in law or engineering but engages in 
supplying vegetables, I believe that university lecturers 
should be allowed to put their theoretical knowledge into 
practical use through consulting and other projects. This 
will not only enhance their academic competence but also 
provide additional financial benefits. 
Ajayi (1977: 6) suggested that solutions to lecturers' 
disillusionment with their job should include the provision 
of the necessary facilities and atmosphere for work that 
will enable universities to attract and keep their best 
staff. It is also Ajayi's view that if lecturers are denied 
their independence and self-respect, the best of them will 
leave and those left behind will constantly be looking for 
employment opportunities elsewhere. 
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It appears to me, on the surface, that university 
lecturers are not satisfied with their job. But what aspects 
of their job are they satisfied with and what aspects are 
they dissatisfied with? And how important are the job 
aspects to lecturers as a measure of their needs in work? 
This study will attempt to answer these questions with the 
data drawn from the University of Lagos. 
Purpose of the Study 
The purpose of this study is to find out the factors 
that are responsible for the job satisfaction of Lagos 
University lecturers and also how important these factors 
are as a measure of their work needs. Schaffer (1953: 19) 
claims that overall satisfaction will vary directly with the 
extent to which those needs of an individual, which can be 
satisfied in a job, are actually satisfied. The stronger 
the need, the more closely will job satisfaction depend on 
its fulfillment. 
Prior research suggests that the professionals focus 
on higher level needs such as: achievement, status, 
opportunities for growth, responsibility, authority and 
self-actualization (Davis, 1972; Blau, 1973). Herzberg et 
al' s (1959) two-factor theory of job satisfaction was the 
first significant step toward a multi-dimensional description 
of job attitudes at the professional level. Herzberg ^ al. 
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concluded from their study of engineers and accountants that 
only intrinsic -work elements called satisfiers: recognition, 
achievement, responsibility and advancement, could generate 
job satisfaction. Conversely, extrinsic elements or 
dissatisfiers: supervision, wages, interpersonal relations, 
company policy and working conditions, gave rise to job 
dissatisfaction. However, Ewen, Friedlander (1964); Burke 
(1965); Wernimont (1966); and Locke (1976) have found both 
’’satisfiers'* and "dissatisfiers” to be involved in both job 
satisfaction and dissatisfaction. I am of the view that 
academic positions, like other jobs, provide both extrinsic 
rewards, in the form of salaries and other material benefits 
and intrinsic ones derived from the work itself. In this 
regard, this study will attempt to find out if factors 
responsible for lecturers* job satisfaction/dissatisfaction 
fall into the intrinsic-extrinsic categories. An attempt 
will also be made to explain the influence, if any, of 
cultural demands on lecturers' job satisfaction. 
Significance of the Study 
This study is significant for the main reason that it 
is probably the first of its kind to look at faculty 
satisfaction with their job in one of Nigeria's institutions 
of higher education. Specifically, it is a major test of 
need theory in another culture. 
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It is felt that -what happens to people in their -work 
has profound effects on the employee's life and on the 
society as a -whole. These effects cannot be ignored if the 
quality of life in a society is to be high (Lavler, 1973: 63). 
President Nixon held the same vie-w -when, in his Labor Day 
Address of September 6, 1971, he said "In our quest for 
better environment, -we must al-ways remember that the most 
important part of the quality of life is the quality of vork, 
and the ne-w need for job satisfaction is the key to the 
quality of -work." 
Secondly, the findings of the study can help 
educational policy-makers and administrators fashion their 
policies in the direction that -will positively influence 
lecturers' job attitudes and behavior. In other -words, 
understanding organization behavior calls for an examination 
of the on-going behavioral processes that occur bet-ween the 
organization and the worker and also the development of 
strategies to modify these on-going processes with a view to 
improving both system performance effectiveness and the 
quality of the organizational experience for the individual 
organization member. 
CHAPTER II 
LITERATURE REVIEW 
There is a lot of theory and research dealing with 
job satisfaction. However, few articles deal directly with 
faculty satisfaction in higher education (Nicholson and 
Miljus, 1972; Holdaway, 1978; Shuster, 1970; Blau, 1973; 
Bomheimer, Bums and Dunke, 1973; Lindeman, 1973; Sprague, 
1974; and Ferber, 1974). Nevertheless, the literature 
relating to job satisfaction discussed here is applicable to 
an understanding of faculty satisfaction in universities. 
The first part of this review will discuss the broad 
concept of job satisfaction. The second part will look at 
the causes of job satisfaction/dissatisfaction in terms of 
Need Fulfillment, Equity and Discrepancy theories. Need 
theories form the basis for the examination of personal and 
situational correlates of job satisfaction, while it is 
believed that some of the findings of the study may be more 
easily understood if considered within the context of equity 
and discrepancy theories. The third part will discuss the 
personal and situational correlates of job satisfaction. 
The fourth section of the review will deal with the conse¬ 
quences of job satisfaction/dissatisfaction. Lastly, 
influence of culture and level of development on job 
14 
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satisfaction -will be reviewed with a view to proposing a 
model. 
Concept of Job Satisfaction 
Job satisfaction can be viewed as the hedonic or 
affective response of a job incumbent to the stimuli 
furnished by his job and its attendant circumstances. These 
stimuli may be classified in a number of dimensions or job 
features which correspond to the personal values of the 
incumbent. In this same light, Portigal (1976) sees 
satisfaction as something experienced by the individual with 
respect to a particular state of affairs. This "something" 
involves the individual’s perception and evaluations in terms 
of his unique, but normally largely shared set of values and 
may involve a wide range of emotional responses to what is 
perceived and evaluated. 
Smith ^ (1969: 6) defined job satisfaction as an 
affective response of the worker to his job. It is viewed 
that satisfaction results from the consequences of the 
worker's experience on the job in relation to his own values. 
In Smith ^ ^’s view, satisfaction can be taken as similar 
in meaning to pleasure. 
In Vroom's (1964) opinion, job satisfaction is the 
positive orientation of an individual towards the work role 
which he is presently occupying, that is, the individual 
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liking more aspects of his job than he dislikes. This means 
that job satisfaction has various dimensions with differing 
attractions to role incumbents. 
According to Locke (1969j 1976: 1319) job satisfaction 
is the pleasurable emotional state resulting from the 
appraisal of one*s job as achieveing or facilitating the 
achievement of one's job values, providing these values are 
congruent with or help to fulfill one's basic needs. 
Seashore (1974) following Locke, has proposed a psychological 
view of job satisfaction as an unstable and normally 
transitory state within a model of adaptive behavior. The 
dissatisfied worker will react to his state of dissatisfaction 
either by seeking to change the external conditions that give 
rise to it, by modifying his own goals, expectations, 
perceptions or frame of reference or by reaction formations 
of a dysfunctional nature; such as violence directed outward 
or inward. It could then be stated according to Seashore 
that: 
A worker's experience of job satisfaction 
and the generation of behaviors consequent 
on job satisfaction is undeniably a 
psychological phenomenon, therefore, in all 
cases, an individual phenomenon (1974; 26). 
This proposition assumes that there is, in the normal 
worker, a persistent force towards the experience of 
satisfaction and the avoidance of the experience of 
dissatisfaction and assumes as well that experiencing 
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dissatisfaction vith the job or some aspects of it, the 
worker will seek and find accommodation in some fashion. 
Thus, dissatisfaction is an unstable and transitional state, 
one that is changed. 
It cannot be doubted that job satisfaction involves a 
common feature of "state of feeling" about one's job, yet 
the concept of job satisfaction varies widely. This is 
because at times it is utilized to mean attitudes towards 
the job itself, that is, the specific work which is done. 
More frequently, it is given a broader referent, for example, 
morale as a general construct which is supposed to have 
relevance for the understanding of organizational behavior 
in terms of productivity, absenteeism, affliative behavior, 
turnover and the like. 
As a result of this lack of a widely accepted 
definition of job satisfaction, Mumford suggests that a more 
realistic approach to the concept of job satisfaction may be 
to look at the individual's needs in work and also the needs 
of the firm or organization and the demands which it has 
to make of its employees because of the pressure exerted by 
the environment in which it operates. This leads to the 
consideration of job satisfaction in termis of the degree of 
"fit" between what an organization requires of its employees 
and what the employees are seeking of the firm. 
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If the fit bet-ween what people seek from work and what they 
actually receive is a good one, then it can be said that 
they have job satisfaction. This is called a "good fit". 
In sociological terminology, a fit can be described as; 
employee role behavior meeting organizational role require¬ 
ments and employee need disposition being catered for by 
organizational need provision (1972; 184). This view is 
similar to the need theory approach to job satisfaction which 
will be dealt with under causes of job satisfaction. 
It is my opinion that job satisfaction can be viewed 
as a multidimensional phenomenon in that several components 
can be isolated among which are satisfaction with supervision, 
co-workers, promotion, company policies and procedures and 
activities on the job and a worker's satisfaction with any 
or all of the above dimensions can represent the quality of 
his employment which approximates the quality of his working 
life. That is, a good job for a given individual is one 
which fits his needs, his preferences, expectations and 
the degree of fit is best judged by the occupant of the job 
role. This proposition is usually elaborated with two 
associated ideas: 
1. that the objective characteristics of the work 
situation induce corresponding attitudes of 
satisfaction and dissatisfaction; and 
that the association between working conditions 
and satisfaction is not constant but is moderated 
by attributes of the individual that bear upon his 
abilities, values and expectations (Seashore,1974; 
10) . 
2. 
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This view is going to be the approach to this study and 
based on all the above, I propose a definition of job 
satisfaction as the ability of the job and its environment 
to provide the job incumbents’ valued outcomes. If a person 
values an outcome or a job aspect, the provision of this 
important job aspect will lead to the person's experience of 
satisfaction with the job, but if the worker’s important job 
aspects are ungratified, the worker is likely to feel 
dissatisfied with the job. 
My definition includes the environment because 
previous definitions conceive of job satisfaction as being 
caused primarily by the job itself excluding the larger 
environment of the job, but according to Weitz, a worker’s 
stated sources of job satisfaction/dissatisfaction are more 
meaningful if we can get some idea about how generally 
satisfied/dissatisfied he is with everyday life (1952: 201). 
Causes of Job Satisfaction 
Need theories of satisfaction. A lot of theorists see job 
satisfaction in terms of need fulfillment (Schaffer, 1953; 
Morse, 1953; Vroom, 1964; Wolf, 1970; Mumford, 1972; and 
Locke, 1976). 
Need fulfillment theories attempt to specify those 
needs that must be met for an individual to be satisfied 
with his or her job. Three popular need theories are: 
1. Maslow’s Hierarchy of Need Theory. 
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2. Alderfer's Existence, Relatedness and Growth 
Theory. 
3. Herzberg's Two-Factor Theory of Motivation and 
Satisf action. 
Maslow’s Need Theory. Maslow (1954: 91-92) stated that 
man has five basic categories of needs which are arranged in 
a hierarchy of prepotency or dominance, from physiological 
needs to safety, belongingness, love, esteem and the need for 
self-actualization. According to Maslow, the less prepotent 
needs are neither desired nor sought until the more potent 
needs are satisfied, for example, the need for safety will 
not motivate behavior or produce satisfaction when attained 
until the physiological needs are fulfilled. Similarly, the 
need for self-actualization will not become operative until 
all four of the more prepotent needs, physiological, safety, 
belongingness and self-esteem are fulfilled. 
Maslow's need theory has been extensively criticised 
on the grounds that there is little support for its thesis 
of a fixed hierarchy of needs which automatically govern 
action even though the theory has some intuitive appeal. 
In fact, it is not necessarily what a person needs but what 
he values most that dominates his thoughts and actions. 
Since values are acguired rather than innate, and since 
people have the capacity to choose their values, such values 
may or may not be congruent with their needs (Locke, 1976: 
1309). 
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Alderfer's ERG theory. More recently, Alderfer 
proposed an alternative to Maslow’s theory in which he 
related need satisfaction to the strength of need desires. 
His theory is based on a three-fold conceptualization of 
human needs, existence, relatedness and growth-ERG (Alderfer, 
1969; 1972: 9-12). 
Existence needs include all the various forms of 
material and physiological desires. For example, hunger 
and thirst represent deficiencies in existence needs. Pay, 
fringe benefits and physical working conditions are other 
types of existence needs. 
Relatedness needs include all the needs which involve 
relationships with significant other people. Family members 
are usually significant others as are supervisors, co-workers, 
subordinates, friends and enemies. 
Growth needs include all the needs which involve a 
person making creative or productive efforts on himself and 
the environment. Satisfaction of growth needs comes from a 
person engaging problems which call upon that person to 
utilize his capacities fully and may even include reguiring 
him to develop additional capacities. 
Unlike Maslow, Alderfer does not assume lower-level 
satisfaction as a prerequisite for the emergence of higher- 
order needs but includes propositions relating the impact of 
higher-order need frustration to the strength of lower-order 
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needs. 
Alderfer's seven propositions concerning ERG theory 
can be put in four summary statements: 
1. If a particular need is not satisfied, the more 
that need is desired. 
2. If a particular higher-order need is not satisfied, 
the strength of desires for lower-order need 
increases. 
3. The more a particular need is satisfied, the more 
it is desired. 
4. The more a particular lower-level need is 
satisfied, the more higher-order need is desired 
(Alderfer, 1972: 13). 
Alderfer's theory borrows some of the concepts of 
Maslow's theory. Alderfer's three levels encompass all of 
Maslow's. ERG theory retains the notion of need hierarchy 
without requiring them to be strictly ordered. Maslow 
stated that needs once satisfied do not motivate but ERG 
theory states that a way in which a satisfied need can 
remain a motivator is if it is activated through serving as 
a substitute for some other need which is not yet fully 
satisfied. This involves the need hierarchy working in 
reverse. If a higher-order need is frustrated, the next 
lower-order need is activated--the frustration-regression 
hypothesis. Likewise, if a lower-order need is satisfied, 
the next higher-order need is desired—the satisfaction- 
progression hypothesis. 
Like Maslow, Alderfer recognizes that people have 
needs which can be satisfied in their jobs, although various 
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scholars have found some problems 'with the classification 
and prepotency concept proposed by Maslov. Nevertheless, 
Alderfer has not predicted ■whether ERG theory has a different 
motivating effect on employees than vhat Maslov predicts. 
Satisfaction of the three need levels is based on the 
strength of desires vhich is similar to Schaffer's (1953) 
findings in vhich satisfaction vas related to the strength 
of needs or drives. 
Mobley and Locke (1970) found that the importance of 
a job aspect (value) to an individual influences the range 
of affect (satisfaction) vhich that value can produce. In 
other vords, value importance affects satisfaction. The 
concept of value as it applies to human behavior vas derived 
by Homans (1961) vho states that as the individual is 
increasingly deprived of a given positive reinforcer, that 
reinforcer gains increasing value for the individual. 
Therefore, if an individual attaches importance to a job 
aspect, that job aspect influences his satisfaction. 
Tvo-Factor theory. Herzberg's tvo-factor theory of 
motivation and satisfaction arose out of a study of 200 
engineers and accountants vho vere asked to describe a time 
vhen they felt especially satisfied and a time vhen they 
felt especially dissatisfied vith their job. Incidents 
classified as involving the vork itself, content factors; 
achievement, promotion, recognition and responsibility vere 
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frequently mentioned as sources of satisfaction, but much 
less as sources of dissatisfaction. This group of factors 
-was labeled ’’motivators” and -was asserted to involve mainly 
aspects of the work itself. Incidents classified as 
involving supervision, interpersonal relations, working 
conditions, company policies and salaries were frequently 
mentioned as causes of dissatisfaction. This group was 
labeled "hygiene” and was asserted to involve primarily the 
context in which work was performed (Herzberg ^ al.., 1959). 
Various authors [^Ewen, Friedlander (1964),* Burke (1965),* 
Ewen ^ aJ-., Wemimont (1966) j and Locke (1976)”] have 
criticized Herzberg for his insistence on the idea of two 
unipolar continua, one pertaining only to dissatisfaction 
and involving hygiene factors, and the other pertaining only 
to satisfaction and involving motivators, because the idea 
seems indefensible both logically and empirically. Results 
of various studies indicate that, contrary to the 
conventional assumption of bipolarity, satisfaction and 
dissatisfaction represent two distinct and separate feelings 
and that both groups, motivator and hygiene factors, may act 
as satisfiers and dissatisfiers. But credit is due to 
Herzberg for his major contribution to the knowledge and 
understanding of the nature of job satisfaction through his 
attempt at multidimensional classification of satisfaction 
f actors. 
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Equity and Discrepancy theories* Other theories of 
job satisfaction are Equity and Discrepancy theory. 
Equity theory. Adams (1965) looks at satisfaction from 
the point of vie-w of equity and he is of the opinion that 
manifest dissatisfaction and other behavior are responses 
to acutely felt injustice rather than directly to relative 
deprivation. Relative deprivation is a condition •which occurs 
naturalistically and elicits feelings of injustice and 
feelings of injustice trigger expression of dissatisfaction. 
Injustice then may be said to mediate the effects of relative 
deprivations. What is just is based upon relatively strong 
expectations, for example, that educational achievement -will 
be correlated -with job status achievement and that one -will 
be promoted at about the same rate as one's fellow. 
Equity theory is a cognitive theory concerning 
individual perception. It is based on cognitive dissonance 
and social comparison processes. It deals with the exchange 
relationship and the fairness or equity of these relation¬ 
ships (Homans, 1976: 172). 
In this exchange relationship, Adams considers: 
1. The nature of a person's input and outcomes. 
2. The social comparison process that is used 
by the individual. 
3. Conditions leading to perceptions of equity 
or inequity. 
4. Possible effects of inequity, and 
5. Behavioral and cognitive action a person may take 
to reduce feelings of inequity (1965: 276). 
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This exchange relationship takes place between the indivi¬ 
dual and the organization. 
Inputs include any or all factors (that is, effort and 
education) perceived by a person as relevant for getting some 
return. In contrast, outcomes include any and all factors 
perceived to be returns on the individual’s job investments. 
The net value of the exchange to the individual may then be 
expressed as a ratio of inputs to outcomes. 
Perceived equity or inequity results when a person 
compares his or her input/outcome ratio either consciously 
or unconsciously to what is perceived to be the ratio of 
another person or persons. This comparison object need not 
be any one individual, it may be an abstraction based on a 
broad class of others seen to be relevant for comparison 
purposes. 
Some of the cognitive actions a person may take to 
reduce feelings of inequity are: 
1. Alteration of inputs. 
2. Alteration of outcomes. 
3. Withdrawal. 
4. Acting on others through the 
distortion of other’s input 
and outcomes. 
5. A change in the object of 
comparison with a third party (Adams, 1965: 283-296). 
Discrepancy theory. Proponents of discrepancy theory, 
on the other hand, maintain that satisfaction is determined 
by the difference between the actual outcome a person 
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receives and some other outcome levels. When received 
outcome is below the other outcome level, dissatisfaction 
results. If a person thinks he should receive a salary of 
$20,000 a year and receives only $17,000 a year, then it can 
be predicted that he will be dissatisfied with his pay. 
Locke (1969) emphasizes that it is the perceived 
discrepancy and not the actual discrepancy that is important. 
In his view, satisfaction is determined by the simple 
difference between what a person wants and what he perceives 
he receives. The more his wants exceed what he receives, the 
greater his dissatisfaction. 
Porter (1961) asked people how much of a given outcome 
there should be for their job and how much of a given outcome 
there actually is. He considers the discrepancy between the 
two as a measure of satisfaction. Since there is a 
difference between what a person wants and how much he feels 
he should receive and since wants are unlimited, it should be 
noted that how much one feels that one should receive is 
moderated by many factors such as qualification, experience 
and so on. 
The discrepancy camp focuses on three concepts; 
1. What people want. 
2. What people feel they should receive. 
3. What peole expect to receive. 
What people want and feel they should receive are rather 
subjective and difficult to measure. 
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Lawler proposes a model of the determinants of 
satisfaction as shown in Exhibit 1 below. He stated that 
the model is a discrepancy model because it shows satisfaction 
as the difference between a, what a person feels he should 
receive, and b, what he perceives that he actually receives. 
The model indicates that: 
When the person's perception of what his outcome 
level is and his perception of what his outcome 
level should be are in agreement, the person would 
be satisfied. When a person perceives his outcome 
level as falling below what he feels it should be, 
he will be dissatisfied. However, when a person's 
perceived outcome level exceeds what he feels it 
should be, he will have feelings of guilt and 
inequity and perhaps some discomfort (Adams, 1965). 
Thus, for any job factor, the assumption is that 
satisfaction with the factor will be determined 
by the difference between how much of the factor 
there is and how much of the factor the person 
feels there should be (1973: 74 and 76). 
It is my contention that this model is a combination 
of equity and discrepancy theories. The equity aspect of 
the model is that the perceived amount that should be 
received is a function of perceived personal job inputs and 
perceived job characteristics as compared with perceived 
amount received, that is, an input-outcome balance concept. 
The discrepancy aspect of this model compares the perceived 
amoimt that should be received with the perceived amount 
received. 
Equity theory seems to have a stronger base for the 
determination of satisfaction since there is an objective 
measurement for the input/outcome balance; but a measure- 
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merit of satisfaction based on the difference between what 
people receive and what they feel they should receive from 
their job as proposed by discrepancy theory is rather 
subjective since a determination of what people feel they 
should receive is difficult to measure. 
Most theories of job satisfaction argue that overall 
job satisfaction is determined by some combination of all 
the benefits or rewards that the worker perceives he receives 
from the job. My view is that such global concept of job 
satisfaction does not allow for the determination of which 
specific job aspects people are satisfied or dissatisfied 
with. 
From all the above views, I suspect that there must be 
reason or reasons why people spend a large proportion of 
their lives in the work place. One question that can help 
identify people's needs or what they value from work is to 
ask them why they work. If the job can fulfill those values 
and needs, then one can say that the worker derives 
satisfaction from his work. One can then postulate that 
despite the hardships that a worker supposedly experiences 
on the job, work helps him achieve meaning for life, for 
example, making a living, providing for livelihood, 
maintaining one's family or just fulfilling societal 
expectation that working is desirable and indolence is 
abhorred. 
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Personal and Situational Correlates 
of Job Satisfaction 
A lot of articles have been written on the personal 
and situational correlates of job satisfaction and this 
aspect is important because it concentrates on looking at 
those factors or combination of factors that make a 
satisfied or dissatisfied individual. This is quite 
important in a developing economy like Nigeria where 
lecturers are expected to contribute to the achievement 
of the purposes of higher education for the nation. 
Personal and situational correlates of job satisfaction 
that have been studied include: sex, age, education, level 
in the organization, pay, promotion and supervision, among 
others (Hulin and Smith, 1965; Klein and Maher, 1966; Penzer, 
1969; Cummings and El Salmi, 1970; and Boyton, 1970). 
Sex. The question of the relationship between sex 
and job satisfaction remains controversial in view of the 
inconsistent findings. Smith, Kendall and Hulin (1969) 
found that, in three of the four plants they studied, female 
workers were less satisfied with their overall job situation 
than were males. While females were found to be slightly 
more satisfied with their pay, they were less satisfied than 
males with respect to their work, promotion opportunities, 
supervision and co-workers. Centers and Bugental (1966) 
showed that women who were treated with equality to men 
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exhibited the same level of satisfaction as men. Bartol and 
Wortman (1975) found, with their sample of psychiatric 
hospital employees, that females were significantly more 
satisfied than males with their work and co-workers, while 
there were no significant differences in satisfaction with 
pay, promotion or supervision. 
As an explanation of the inconsistent findings, Hulin 
and Smith contend that: 
We do not maintain that sex per se, is the crucial 
factor which leads to either high or low satisfaction. 
It is, rather, the entire constellation of variables 
which consistently covary with sex, for example, pay, 
job level, promotion opportunities, societal norms, 
etc., that is likely causing the differences in job 
satisfaction. It is also likely that if these 
variables were held constant or if their effects 
were partialled out, the differences in job 
satisfaction would have disappeared (1964: 91). 
Sauser and York (1978) tested the hypothesis that 
observed sex differences in job satisfaction are due not to 
the influence of sex per se, but rather to the effect of 
several variables which covary with sex. They found that 
significant observed differences (male greater than female) 
in satisfaction with promotion and work ’’washed out” when 
the effects of age, education, tenure in the organization, 
tenure in present position and four cross-product variables 
were held constant through analysis of covariance. Their 
hypothesis received only partial support, since a significant 
difference in overall satisfaction remained after the 
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effects of the covariate variables -were partialled out. 
If the female 'workers are not disadvantaged with 
respect to all of the variables on which they are evaluated 
in comparison with their men counterparts, one can speculate 
that women will exhibit the same level of satisfaction with 
their job like the men. However, it is possible that the 
factors contributing to the job satisfaction of men and 
women may be different. 
Age. Most research has shown that job satisfaction 
tends to be somewhat low early in a person's working life. 
Around age 30, the level of job satisfaction begins to 
increase, perhaps because of the confidence gained through 
experience, and this continues to rise throughout the life¬ 
time (Gibson and Klein, 1970). Saleh and Otis (1964) found 
that this pattern held until about age 60 when job 
satisfaction again began to decline. One explanation for the 
phenomenon would be that as people approach retirement age, 
uncertainty arises as to what they will do with the rest of 
their lives. They have to consider giving up their work 
environment, work, co-workers and many of the things they 
have been accustomed to for many years. 
Education. Education is an investment for which the 
investor will seek some returns. Education is an input into 
the work relationship exchange: the higher the educational 
level, the higher will be the expected returns. Klein and 
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Maher (1966) and Carroll and Brunner (1973) found a negative 
relationship between education level and satisfaction with 
pay. Penzer (1969) found no such relationship. 
Level in the organization. Organizational level has 
been found to be strongly related to perceived job and need 
satisfaction. Porter (1961) found that the vertical location 
of management positions appears to be an important variable 
in determining the extent to which psychological needs are 
fulfilled. In general, those lower in management positions 
were more dissatisfied than managers in top level positions. 
Porter reasons that higher level of employment offers ego 
satisfaction, more status, pay, and self-direction; in 
addition, these are enhanced by increases in responsibility 
and authority. The fact that employees at higher job levels 
are more likely to want and to get mentally challenging jobs 
than employees at lower job levels may explain, in large 
part, the almost universal finding of a positive relationship 
between job level and job satisfaction (Locke, 1976: 1321). 
Pav. Pay is typically thought of as performing a 
number of functions that contribute to organizational 
effectiveness. Primarily, it is considered as a reward 
that can be used to make employees feel satisfied with their 
job, motivate them, gain their commitment to the organization 
and keep them in the organization (Lawler, 1971). 
Although money is a major mechanism for rewarding and 
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modifying behavior in organizations, very little is known 
about how it works. The value of money as a motivator will 
depend upon the individual calculation, the salience of the 
needs affected by money, the expectancy that an extra effort 
will lead to more money and the instrumentality of money in 
meeting the needs of an individual. None of the well-known 
categorizations of needs include money. Money is often 
assumed to be instrumental in satisfying each and everyone 
of the needs from hunger to self-actualization. This is 
because money can buy material needs as well as provide the 
receiver with a sense of status and achievement. But the 
extent to which this is true will vary from individual to 
individual and perhaps from culture to culture. 
Money means different things to different people. To 
some, it represents social responsibility, to others, it may 
mean recognition for achievement, to still others, it stands 
for worldliness, materialism and the root of all evils 
(Gellerman, 1968). 
It appears that the meaning of pay is diverse and 
highly subjective. Nevertheless, the society attaches great 
importance to the amount of pay one receives, because this 
determines one's social and probably economic status in 
society. Pay is important because of what it enables the 
receiver to acquire. 
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In organizations, money is the basis of comparison in 
that it can be measured precisely -while other motivating 
agents cannot be so precisely measured. Money is used as 
a measure of comparison with the past, with other 
organizations and -with other people. Since money accompanies 
increase in status, responsibility, success, independence 
and security, it is the element that is talked about and 
measured. 
Even though Herzberg ^ (1959) found that salary 
was not a source of satisfaction especially for professional 
employees, other studies have found that pay is an important 
factor in employee job satisfaction (Lawler and Porter, 1963; 
Lawler, 1971; and Morton, 1977). According to Morton (1977) 
one of the factors affecting the quality of working life is 
the payment received for putting one's time, talents and 
energy at the disposal of an organization. 
The importance of money to managers -was sho-wn with 
Lawler and Porter's (1963) determination of the level of 
wages received by almost 2000 managers when they found that 
this variable was positively related to satisfaction with 
wages when managerial level was held constant. Lindeman 
(1973) stated that one of the primary reasons that faculty 
opt for unions is inadequate compensation. Rempel and Bentley 
(1970) found a significant relationship between the level of 
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teacher morale and salary level. Pathak, Burton and Zigli 
(1977) found salary not to be a motivator for professionals 
once an acceptable threshold level is achieved. This 
threshold level -will be determined by the professional's 
values and needs especially in a society where money and 
what it can buy is highly valued. Therefore, pay can be 
important for many reasons, depending on who is being 
considered and the situation. 
Pay satisfaction is influenced by many factors. For 
example, it is found that as personal inputs increase, pay 
satisfaction typically decreases; and as job demands increase, 
pay satisfaction decreases. There is also evidence to 
support the view that as pay increases so does pay 
satisfaction (Klein and Maher, 1966; and Locke, 1968). Other 
factors that influence pay satisfaction are age, tenure, 
advancement opportunities, community characteristics and the 
individual's expectation about the future (Andrews and Henry, 
1963; Hulin, 1969; Boyton, 1970; and Weiner, 1977). 
While pay may be its own reward, non-monetary rewards 
such as praise, work-related feedback and opportunities for 
workers to experience a sense of achievement, autonomy and 
self-actualization seem to make workers more satisfied with 
their pay (Monczka, Foster, Reif and Newstrom, 1977). 
Promotion. Satisfaction with promotion can be viewed 
as a function of the frequency of promotion in relation to 
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what is desired and the importance of promotion to the 
individual. The equity concept provides some content for the 
analysis of promotion. The roots of the desire for promotion 
would include the desire for psychological growth made 
possible by greater responsibility, the desire for justice, 
the desire for higher earnings and the desire for social 
status especially for those who base their self-image on what 
others think of them. 
Leadership. The leader or supervisor exerts two kinds 
of influence on his group. First, the leader determines, to 
some extent, the level of work performed. Secondly, his 
behavior effects group-member satisfaction. It has been 
found consistently that the general effect of considerate 
leader behavior is greater subordinate satisfaction (Vroom, 
1964). Considerate leader behavior leads to a reduction in 
turnover and grievance rates, less organization stress and 
absenteeism and to more stable work groups (Filley and House, 
1969: 401). 
Recent research has focussed on leader-reward behavior 
and its effect on subordinate satisfaction. For example, 
Keller and Szilagyi (1976) investigated the relationship 
between positive and punitive leader rewards and employee 
role conflict and ambiguity and job satisfaction. It was 
found that positive leader rewards were more strongly related 
to role and role satisfaction variables. 
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Work. Work attributes that have been found to be 
related to work interest and satisfaction include: 
opportunity to use one's valued skills and abilities, 
opportunities for new learning, creativity, variety, 
responsibility, control over work methods, pace and 
complexity ^Locke, 1973; 1976; and Hackman and Lawler, 1971). 
Each of the above factors, even though conceptually 
distinguishable, shares the element of mental challenge in 
common. In the absence of mental challenge, or in the 
presence of a work task that is accomplished automatically 
with no effort, skill or thought required, one experiences 
boredom. But if the challenge is sufficiently great and is 
accepted by the employee, he should become both interested 
and involved in the job. But all employees do not consciously 
value, desire or seek mentally challenging job (Hulin, 1971). 
Such people are likely to gain their satisfaction from other 
sources or by other means. 
Consequences of Job Satisfaction/Dissatisfaction 
If job satisfaction is taken to be a desirable goal 
of management practices, employee satisfaction can be taken 
then as one of the criteria by which to judge the success of 
management policies and practices. Secondly, job satisfaction 
or dissatisfaction contributes to other attitudes and outcomes. 
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Absenteeism and Turnover. Since the basic action 
tendencies following satisfaction and dissatisfaction are 
approach and avoidance, the most obvious behavioral 
prediction would be a relation between job satisfaction and 
such actions as absences, termination and lateness (Locke, 
1976: 1331). 
A lot of evidence in the literature has found 
consistent and significant relationships between job 
satisfaction and absenteeism and turnover (Brayfield and 
Crockett, 1955; and Vroom, 1964). More recently, Taylor and 
Weiss (1972) administered the Minnesota Satisfaction 
Questionnaire (MSQ) to a group of 425 employees of a discount 
chain store at the same time that biographical data were 
collected. After a lapse of one year, personnel records 
indicated that about 20 per cent of the employees had 
terminated. "Leavers” were significantly less satisfied on 
10 of the 27 MSQ scales and differed from "Stayers" on 3 of 
the 11 biographical items. 
Atchison and Lefferts (1972), in predicting turnover 
using Herzberg's job satisfaction technique, found a 
significant difference between those officers who stayed 
and those who left in their study sample. The findings of 
Taylor and Weiss; and Atchison and Lefferts (1972) tend to 
support Vroom*s (1964) findings that job satisfaction is 
inversely related to turnover and absenteeism. In my view. 
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there may be situations such as at times of economic 
depression when a worker remains on the job even though he 
is not satisfied; he needs to keep body and soul together. 
Alternatively, turnover may be high during times of economic 
boom because of the ease of changing jobs and this high rate 
of turnover may not necessarily be the result of job 
dissatisf action. 
Grievances. Complaints and grievances are a response 
to dissatisfaction with some aspects of the work situation. 
Fleishman and Harris (1962) found high grievance rates in 
departments where the supervisors were rated low in 
"consideration” and high in "initiating structure", a 
combination which presumably results in dissatisfaction 
with the supervisor. 
Satisfaction and Mental Health. The experience of 
dissatisfaction is itself an unpleasant psychological state, 
furthermore, the existence of this state implies conflict 
since the employee is holding a job he would prefer to avoid. 
This suggests the possibility of a relationship between 
satisfaction and mental health. The most systematic study 
of the relationship between job satisfaction and mental 
health is that of Komhauser (1965). He found consistent 
relationship between satisfaction and the total mental health 
index among three levels of blue-collar automobile workers. 
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Satisfaction-Performance Relationship. Does 
satisfaction lead to performance or does satisfaction depend 
on performance? The relationship between satisfaction and 
performance constitutes, perhaps, the most provocative area 
of study concerning behavior in industrial organization. The 
interest in this area has continued to grow despite Brayfield 
and Crockett's conclusions that: 
There is little evidence in the available 
literature that employee attitudes... bear 
simple or for that matter, appreciable 
relationship to performance on the job (1955: 405). 
Two assumptions permeate interest in this area. The 
first dates back to the hitman relations movement and its 
concern for human conditions. It is the belief that employee 
satisfaction will directly affect the quality and quantity 
of individual and group output. The assumption is based on 
the notion that the happy worker is the more productive 
worker. This assumption receives support when we note the 
strong relationship between turnover, absenteeism and 
attitudes and the consistent but low (r=.14) relationship 
between satisfaction and other measures of performance (Vroom, 
1964). The two-factor theory of Herzberg ^ al. (1959) 
represents a more recently stated theory positing essentially 
this view. Intrinsic attitudinal factors called "satisfiers" 
are hypothesized as leading to high employee effort and 
perf ormance. 
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Secondly, Porter and Lavler (1968) see satisfaction 
not as a cause but as dependent on performance. Performance 
moderated by reward and equity, leads to satisfaction. They 
suggest that the reason the relationship has not been 
demonstrated f requently in the research literature results 
from the fact that organizations frequently fail to reward 
superior performance. 
A somewhat modified view is taken by Locke who 
suggested that satisfaction is primarily a result of 
performance and only indirectly a cause of performance. The 
strength of this relationship is said to depend on "... the 
degree to which performance entails or leads to the 
attainment of the individual's job values (without neglecting 
his other important values)" (1970: 485). Locke found that 
emotions, such as satisfaction, do not usually determine 
behavior because job behavior results from an individual’s 
own task goals. 
It may then be more acceptable, as Porter and Lawler 
(1968) and Locke (1970) did, to conceptualize the 
satisfaction-performance relationship as performance being 
a cause of satisfaction rather than vice versa. 
Greene (1973), in a study investigating the cause and 
direction of causal influence in the relationship among 
merit pay, satisfaction and performance, found satisfaction 
to be an effect and not a cause of performance. 
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The influence of performance was to increase the correlation 
between satisfaction and performance. 
Cummings and Schwab (1970) are of the view that in the . 
satisfaction-performance linkages, theoreticians have either 
generally failed to define their terms completely and 
operationally or have not defined them in a common fashion. 
This means that the ever-present performance criterion 
problem and the individual's frequent inability to directly 
control his performance, might serve to depress an expected 
causal relationship between job satisfaction and performance. 
The use of a single performance measure of whatever 
definition is questionable when one considers the variety of 
ways people are likely to contribute to organizational 
effectiveness as one moves across jobs, occupations and 
organizations. A professional is likely to be evaluated 
differently from an assembly line worker and therefore, the 
relationship between satisfaction and performance might 
well vary as jobs and environments vary (Schwab and Cummings, 
1970). 
It is also not clear whether satisfaction refers to 
an internal need or to an external referent. If the former 
is true, dissatisfaction can be thought of as generally 
internal tension which motivates the individual to reduce 
the tension. Alternatively, if the latter is true, 
satisfaction refers to the affective feelings about some 
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referent in the work situation, so the strength and direction 
of any satisfaction-performance relationship could vary 
depending upon the type of formulation between the above two 
that is employed. 
Porter and Lawler's proposition implies that 
satisfaction results from rewards associated with performance. 
This notion does not take into account all sources of 
employee satisfaction. If an organization bases its rewards 
on seniority or organizational longevity, seniority may 
represent the most rational means for attaining valued 
rewards and satisfaction for persons with relatively strong 
security needs and low task involvement. In this instance, 
the performance-reward linkage will not be the only necessary 
condition for the attainmant of meaningful satisfactions. 
Recent research efforts have emphasized the importance 
of variables which may moderate the satisfaction-performance 
relation. For example, Korman (1968), in several 
experimental settings, found that the satisfaction-performance 
relation was moderated by self-esteem. Carlson (1969) found 
that the satisfaction and performance relationship was 
moderated by the correspondence between the individual 
measured ability and the ability required of the job. 
In order to get a clearer view of the satisfaction- 
performance controversy, there is need for researchers to 
develop and use common measures. Secondly, efforts should 
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be made to obtain more information about the effect of 
moderating variables on the satisfaction-performance 
relationship. 
Dealing with Dissatisfaction. In general, what steps 
can a worker take to assure job satisfaction? Seashore (1974) 
provides an answer to this question when he suggests that 
there are six accommodative processes and strategies which 
an individual can undertake to assure job satisfaction and 
these include any one or several of the following: 
1. Changing the job environment. The worker may 
change his job and job environment through promotion or 
transfer, seeking new employment or exploiting the ever¬ 
present latitude for altering the same job within the limits 
allowed by his employer and by his own resources and 
ingenuity. 
2. Goal reduction. The worker may modify his 
expectations and aspirations, reduce his goals to bring them 
into consonance with what he perceives to be the realities 
of his situation and of feasible alternatives. 
3. Cognitive distortion. The worker may alter his 
perception of the situation and of himself to attain 
consonance between his values and his experience on the job. 
The processes of perceptual and cognitive distortion are 
well established and potent. For example, the person may 
come to regard his essentially routine and inconsequential 
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job decisions to be really critical to the enterprise. He 
may revise his assessment of his pay by shifting his 
reference group. 
4. Resignation. The worker may adapt to what he 
believes to be necessary by simply accepting the situation, 
usually preserving self-esteem by allocating blame to others 
or to the system or to past chance events not now in his 
control. Such an accommodation may be accompanied by adverse 
consequences in say, health or effectiveness. 
5. Aggression. The worker may respond by aggressive 
attitudes and acts. These may be directed either toward 
himself, with consequent mental and physical health 
pathologies, or toward the situation with consequences 
ranging from minimal job performance to disruption and 
sabotage. The acting out of aggression is itself satisfying 
and may become a permanent feature of the job, a type of 
fringe benefit as in the case of the so-called "white-collar 
crime". 
6. Withdrawal. The worker may gain a partial 
psychological escape from the dissatisfying situation, 
usually by altering either his value (for example, regarding 
income, skill usage) or by seeking primary value realization 
in off-work activities or by leaving the work-force (Seashore, 
1974: 29). 
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I suspect that any of the above steps is a probable 
course of action for the dissatisfied lecturer. 
Influence of Culture and Level of Development 
on Job Satisfaction 
A lot of studies have looked at many variables which 
affect job satisfaction in organizations, for example, 
Herzberg ^ (1959); Ewen (1964); Katzel (1964); Hinrichs 
(1968); Mumford (1972); Locke (1973, 1976); Burke (1976); and 
Dubin and Champoux (1977) to mention only a few. But these 
studies are concentrated on the United States and some other 
developed countries of Europe. 
Only a few studies, among which are: Haire, Ghiselli 
and Porter (1966); Sirota and Greenwood (1971); and Simonetti 
and Weitz (1972) have looked at international comparisons of 
job attitudes and behavior. 
Haire et _^.*s study concentrated on 3641 managers in 
14 countries while Sirota and Greenwood looked at three 
types of personnel—salesmen, technical and service personnel 
in 25 countries. Simonetti and Weitz’s samples were from 
3 countries and two occupational types—salesmen and service 
personnel. 
In the Haire ^ ^*'3 study, approximately 28 per cent 
of the variation in response to questions concerning 
attitudes and assumptions underlying management practices 
and need satisfactions, was associated with nationality. 
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Sirota and Greenwood (1971) reported that there is 
considerable similarity in the work goals of employees around 
the world and that national differences regarding job related 
objectives are not as great as some might think. It is their 
view that although differences among nations are relatively 
small, it is possible to identify country clusters within 
which goals are nearly identical. 
Simonetti and Weitz found that, when they considered 
country effect alone, there were significant wide differences 
in country grand mean levels as far as satisfaction with 
intrinsic and extrinsic factors are concerned. They concluded, 
"while we cannot specify the causal source of these effects, 
we can infer that factors associated with nationality 
(culture?) exert influence on general level of affect" (1972: 
115) . 
There is need for exploratory studies of job satisfaction 
in developing countries of Africa in order to find out if 
their work values differ from those of developed countries 
and if these differences could be explained in terms of 
culture, that is, customs, beliefs, values, religion, or, 
the level of development in these countries. In this regard, 
a model of the factors that are hypothesized will influence 
job satisfaction is presented below. This model simply 
states that an individual's job satisfaction is influenced 
by the characteristics of the job and characteristics of the 
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individual; but these are moderated by the -worker's culture 
and the level of development in the relevant environment. 
Differences can be expected in job satisfaction in 
many African countries because some parts might be more 
developed than others in terms of social, educational and 
economic facilities due to the influence of their contact 
vith foreign cultures. This is because many African 
countries -were colonies of various European countries and it 
■would be -worth-while to see if the studies of the -work values 
of these countries reflect those of their "colonial masters" 
or not. 
The inclusion of South Africa in Sirota and Greenwood's 
(1971) study may not reflect organization behavior in Africa 
since South Africa is dominated in almost all aspects of 
economic, social and political life by another race that 
brought its o-wn beliefs, values and -ways of life to bear 
upon and influence activities in its area of occupation. 
Furthermore, most of the developing countries of 
Africa have not been flooded -with complex material technology 
and the number of manufacturing establishments is still 
limited. A study of "work behavior as a function of the 
technology employed -will yield results that could be compared 
■with the work behavior in the developed countries with 
complex technologies. 
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Level of development in terms of poverty and wealth, 
usually measured by per capita income, could be used as the 
basis of identifying peoples* needs in organizations. It 
has often been proposed that people in poor countries 
emphasize the lower level needs; while people in rich 
countries concentrate on higher level needs because they 
have been able to satisfy the basic physiological needs 
(Simonetti and Weitz, 1972). 
McGregor (1966) argues that the relatively high 
standards of living in developed countries and the social 
legislation built up there since the 30's have largely 
satisfied workers' physiological and safety needs with the 
result that emphasis has shifted to the three higher groups 
of needs. In underdeveloped countries, on the other hand, 
standards of living are, by definition, much lower and 
physiological and safety needs are likely to be a much more 
powerful influence on work behavior. 
Apart from, this rich - poor concept, no other attempt 
has been made to find out why workers in the developing 
countries may concentrate on lower level needs. The view 
is expressed here that it is not that people are entirely 
materialistic or lack spiritual values, according to Leighton 
and Lambo (1963) rather they recognize that money is 
necessary to satisfy the demands of the society as defined 
by cultural values. To give an example, a typical Yoruba 
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worker in Nigeria has to divide up his salajry in four main 
ways: 
1. He has to feed, clothe and shelter his family, 
and pay the school fees for each child in his, 
often large, immediate family. 
2. He has to meet obligations to relatives, caring 
for the aged, paying school fees for brother, 
nephew and paying medical expenses. 
3. He is expected to spend on ceremonies like, 
wedding, naming ceremonies for each child bom 
and funerals of close relatives. 
4. For prestige purposes, he has to dress well, 
entertain frier^ds and build and furnish a 
sizeable house in his hometown. 
In view of the demands made on the Nigerian worker 
by the society, it will not be surprising to find that each, 
at whatever occupational level, is concerned with material 
benefits. The form that societal demands take may vary from 
one tribal group to another either as a result of the tribal 
group’s religious orientation or the group’s norms and •'/alues. 
Summair/-. Job satisfaction has been viewed as the 
orientation of an individual to his work roles. Satisfaction 
results from the perception by the worker that the job 
prcr/ides his valued needs. This is essentially the thesis 
of need theories of satisfaction. 
Equity theory looks at the fairness in the input/outccme 
relationship while discrepancy theory considers satisfaction 
as tloe difference between what a person receives and what 
he feels he should receive from one job. 
A lot of variables are thought as irifluercing job 
satisfaction. These can be divided Into twos 
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a. situational characteristics; and 
b. personal characteristics. 
Among the characteristics in the first group are: the -work, 
working conditions, co-workers, promotion, pay and leadership. 
On the other hand, personal correlates of satisfaction include 
a worker's age, sex, education and level in the organization. 
It has been found that other exogenous variables such 
as an individual's self-esteem, perception and conditions 
in the external environment of the job, influence, a worker's 
job satisfaction. 
The satisfaction-performance relationship is receiving 
more attention as it is now noted that it is performance, 
moderated by reward, that leads to satisfaction instead of 
satisfaction being the cause of performance. 
The actions open to a dissatisfied worker cannot be 
determined specifically since such actions may not be solely 
the result of job dissatisfaction. However, a dissatisfied 
worker may try to change his job or job environment. He 
may wish to alter his perception of the job situation or 
simply withdraw. 
The proposition here is that job satisfaction is 
influenced by both the characteristics of the job, the 
characteristics of the individual and events in the job 
environment. Culture and level of economic development 
moderates work values and behavior. 
CHAPTER III 
PROCEDURES AND METHODOLOGY 
Propositions 
Based on Need Theories of Satisfaction, the following 
propositions are supplied as the forerunners of the 
hypotheses for the study. 
Proposition 1. A. The higher the importance of a job 
aspect to lecturers, the less their satisfaction if 
the job does not provide this important job aspect. 
Proposition 1. B. The higher the importance of a job 
aspect to lecturers, the higher their satisfaction 
if the job provides this important job aspect. 
Proposition 2. Satisfaction with extrinsic factors will 
be higher than satisfaction with intrinsic factors 
among University of Lagos lecturers. 
Proposition 3. Job satisfaction will differ by discipline. 
Proposition 4. There will be a positive relationship 
between job satisfaction and rank. 
Proposition 5. There will be no relationship between job 
satisfaction and sex. 
Proposition 6. There will be a positive relationship 
between job satisfaction and tenure. 
Proposition 7. There will be a negative relationship 
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between job satisfaction and educational qualification. 
Proposition 8. There will be a positive relationship 
between satisfaction with environmental characteristics 
and overall job satisfaction. 
Hypotheses 
The research hypotheses are closely associated with 
the propositions stated above in the same order. The major 
task of thJ.s study is to provide answers to these research 
questions. 
Hypothesis 1. Lecturers' more important job aspects will 
produce more satisfaction and dissatisfaction than 
less important job aspects. 
The nature of the relationship between the importance 
of a job aspect or elem.ent to a person and his degree of 
satisfaction with that aspect has been of interest to 
industrial psychologists for some years. Mobley and Locke 
stated that: 
There is both theoretical and empirical evidence 
to suggest that affect ratings do reflect value 
importance. For example, an individual's satisfaction 
with pay (divorced from the context of his job as 
a whole) would be the result of: (a) the discrepancy 
between how much he (believed that he) received 
(perceived outcome) and how much he wanted (valued); 
and (b) the importance of pay in his value hierarchy. 
If he valued pay vejry highly, attaining his preferred 
amount would result in greater satisfaction and not 
attaining it in greater dissatisfaction than if pay 
were unimportant to him. This importance would 
determine the range of affect which pay could produce. 
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The more important the value, the greater the 
potential range of affect (1970: 464). 
This hypothesis follows Locke's (1976) view that job 
satisfaction results from the perception that one's job 
fulfills or allows the fulfillment of one's important job 
values, providing and to the degree those values are 
congruent with one's needs. If the job does not provide 
the lecturers' important job aspects, they will be less 
satisfied with their job. 
Hypothesis 2. Lecturers will be more satisfied with 
extrinsic than intrinsic job factors. 
Herzberg et (1959); Davis (1972); and Pathak et al. 
(1977) suggest that the professionals are more concerned 
with intrinsic than extrinsic factors. Blau (1973: 80) 
said that the intrinsic gratification of academic work are 
undoubtedly greater than those in most other jobs, and many, 
if not most academics think of themselves as being more 
influenced by these than by material rewards. 
It is my view that there may be cultures in which the 
professionals may be more concerned with extrinsic factors 
than intrinsic ones, since culture tends to moderate work 
values. As stated earlier on, the society makes certain 
demtands on its members in line with the cultural values. 
A professional who functions in a society that makes a lot 
of material demands on his resources will tend to be 
concerned with the material benefits that his job can 
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provide in order that he might meet the demands of the 
society. This assumes commitment to cultural values. 
Hypothesis 3. Lecturers in more professionally oriented 
schools vill be less satisfied with their job than 
their counterparts in less professionally oriented 
schools. 
This study classifies more professionally oriented schools 
or disciplines as Business Administration, Engineering, 
Environmental Design (Architecture) , Medicine and La-w. 
I conjecture that, in a developing country such as 
Nigeria, there is a higher demand for certain professionals 
than others. The Nigerian economy is "taking-off* to use 
the economists' term, and this requires the services of 
people in engineering, business administration, and in such 
supporting services as medicine and law. Alternative 
employment opportunities for people in arts, sciences, the 
social sciences and education are limited to certain few 
areas. When lecturers in the more professional schools 
consider their chances of alternative employment outside 
of the university, they will report less satisfaction than 
those in less professional schools, especially if the 
conditions in the university are comparably worse than what 
obtain in jobs outside of the university. 
Hypothesis 4. The higher the rank in the organizational 
hierarchy, the higher will be the job satisfaction. 
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Sub-hypothesis 4. At the higher level of the hierarchy, 
professionals will be less satisfied with their job 
than non-professionals. 
Porter and Lawler (1965) showed that perceived job and need 
satisfactions increase not only from rank-and-file positions 
to managerial positions, but also from lower management 
positions to middle-and-upper level positions. Thus level 
seems clearly to be related to job satisfaction. 
Hypothesis 5. Male and female lecturers will not differ 
in job satisfaction and ratings of important job 
aspects. 
This hypothesis is included in the belief that, in a 
professional population of lecturers, level of job 
satisfaction and importance ratings would be about the same 
between the sexes. 
Recruitment into university teaching positions is based 
on certain qualifications and expertise without recourse 
to the sex of the applicant. If anyone is qualified for 
a university teaching job, it is assumed that such a person 
will be employed irrespective of the sex. 
Stein and Bailey (1973: 362) have examined achievement 
motivation in females and concluded that, "achievement 
motivation theory was developed to explain the behavior of 
males... Not surprisingly, it does not work for females." 
Societal norms have been f requently mentioned as a 
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major factor in role definitions for men and women. It is 
usually assumed that a man's needs are fulfilled, to a 
great extent, in the work role, since societal norms indicate 
that the male's job should be a significant part of his life. 
On the other hand, society has expected the woman's need 
fulfillment to come from the home, thus, career-versus- 
marriage and mother-versus-worker role conflict may become 
operative in the lives of employed women. Job roles have 
been assumed to satisfy different needs for males and females 
in terms of their total life roles (Kavanagh and Halpem 1977). 
I feel that there is no compelling reason to believe 
that, given equal educational, employment and advancement 
opportunities; and an equal chance to apply their skills to 
appropriate challenges coupled with the increasing focus on 
women's rights all over the world, women should be any less 
satisfied than men with their job. 
Hypothesis 6. Tenured lecturers will be more satisfied with 
their job than their nontenured counterparts. 
Tenured faculty have the security of employment which the 
nontenured do not have and this is hypothesized to affect 
faculty satisfaction with the job. 
Hypothesis 7. The higher the educational qualification, the 
less will be the job satisfaction. 
The higher the investment in education, the higher will be 
the importance attached to the expected returns and the lower 
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will be the satisfaction if actual returns fall short of 
expected returns. 
According to Lawler, people want to be treated fairly. 
They observe what happens to other people and if they 
receive either too much or too little, in comparison to 
other people, it makes them uncomfortable (1973: 17). 
In essence, fairness refers to equity or inequity and 
Adams defines inequity as follows: 
Inequity exists for Person when he perceives that 
the ratio of his outcomes to inputs and the ratio 
of Other's outcomes to Other's inputs are unequal. 
This may happen either (a) when he and Other are in 
a direct exchange relationship, or (b) when both 
are in an exchange relationship with a third party 
and Person compares himself to Other (1965: 280). 
When lecturers think of their inputs in terms of 
educational qualifications and the outcomes in terms of pay 
and other rewards and compare these with "others" in terms 
of "others'" inputs and outcomes, and if they perceive 
inequity, they will be less satisfied with their job. 
Hypothesis 8. Satisfaction with general environmental 
conditions will positively influence overall job 
satisf action. 
Environmental conditions, such as the city one lives in, 
cost of living, political situation, transportation and 
social amenities, are hypothesized to have an effect on 
workers' job satisfaction (Weitz, 1952; Hulin, 1966a, 1969). 
The procedure for determining these relationships as 
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specified above are laid out under data processing and 
analysis. 
The Sample 
The subjects for this study are full-time teaching 
faculty of the University of Lagos during the 1978/79 
academic year. The total number of staff is estimated from 
the summary sheet of the academic staff by colleges and 
faculties for the 1975/76 session to be about 650. This 
figure and the new list of academic staff as at February 
1979, with a total of almost 800, are inaccurate because a 
number of staff, who have either resigned or are on one type 
of leave or the other, appear on the list with no special 
remarks about their present whereabouts. This was discovered 
when enveloped questionnaires were returned and marked as 
either "on leave” or "no more in this place”. As a result, 
only 502 questionnaires were effectively distributed. 
The University of Lagos was chosen for this study 
out of the present 13 universities in the country for a few 
reasons. The first reason is that the University of Lagos 
is one of the five oldest universities in the country. It 
was founded in 1962. Moreover, it also has many of the 
traditional disciplines like the Arts, Social Sciences and 
the Humanities as well as the relatively new schools of 
Business, Law, Engineering and Environmental Design, which 
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provides the opportunity for comparison. Secondly, the 
investigator is a faculty member and he is interested in 
putting his hunches about faculty job attitudes and behavior 
to empirical test. Thirdly, the university is located in 
the present capital of the Federation of Nigeria and the 
researcher assumes that the problems of an urban center -will 
have an effect on -worker- expressed job satisfaction. Lastly, 
the researcher intends to make this a starting point for the 
study of lecturers’ job attitudes and behaviors in Nigeria’s 
institutions of higher learning. I have the aim of extending 
the study to other universities in other parts of the country 
for the purpose of comparing findings between universities 
to investigate satisfaction factors that are common to 
Nigerian lecturers. 
The Instrument 
The following independent variables were included in 
the study: age, sex, rank, experience in the present school, 
total teaching experience, tenure, education, salary and 
school or college. Information on these independent 
variables was collected through a demographic questionnaire 
that formed part of the major instr-ument for the study. 
This demographic questionnaire is presented in Appendix B. 
The dependent variable, job satisfaction, was measured 
by using a slightly modified short form of the Minnesota 
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Satisfaction Questionnaire (MSQ) to include factors in the 
environment. The study questionnaire is presented as part 
of Appendix B. 
It should be mentioned here that the questionnaire was 
written in English which is the official language of 
instruction in Nigeria’s higher educational institutions. 
This is noted in that many people might wonder because of 
the various dialects in Nigeria. 
The questionnaire was distributed by the researcher 
to all full-time teaching faculty at the University of Lagos. 
A covering letter, which appears in Appendix A, stated the 
purpose of the study, solicited cooperation, guaranteed 
anonymity by not asking for names or any other identification 
and urged respondents to return completed questionnaires 
to their various Deans' or Head of Departments* offices by 
the end of the day. The questionnaires were picked up from 
the various departments by the researcher three days after 
they had been distributed. 
The Minnesota Satisfaction Questionnaire (MSQ). The 
Minnesota Satisfaction Questionnaire is an instrument 
designed to measure an employee's satisfaction with several 
aspects of the work environment. The MSQ makes it possible 
to obtain a more individualized picture of worker 
satisfaction than was possible using gross or more 
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generalized measures of satisfaction with the job as a whole. 
This individualized measurement is useful because two 
individuals may express the same amount of general 
satisfaction with their work but for entirely different 
reasons. 
Two forms of the MSQ are available, the long form and 
the short form. The short form consists of 20 items. Each 
item refers to a reinforcer in the work environment. The 
respondent indicates how satisfied he/she is with the 
reinforcer on the present job. Five response alternatives 
are presented for each item: "Not Satisfied", "Only Slightly 
Satisfied", "Satisfied", "Very Satisfied", and "Extremely 
Satisfied". A second portion of the questionnaire asked the 
respondents to rate the job aspects on a scale of importance 
ranging from "Of No Importance", "Of Little Importance", 
"Very Important" to "Extremely Important". 
The three scales of the short form MSQ are Intrinsic 
Satisfaction, Extrinsic Satisfaction and General Satisfaction. 
Intrinsic Satisfaction scale is made up of the following 
items: Activity, Independence, Variety, Social Status, Moral 
Values, Security, Social Service, Authority, Ability 
Utilization, Responsibility, Creativity and Achievement. 
Extrinsic Satisfaction scale comprises; Supervision 
(Technical and Human Relations), University Policies, 
Compensation, Advancement, Recognition, and Environmental 
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Conditions. General Satisfaction scale is made up of all the 
20 items. 
Reliability of the short form MSQ. The reliability of 
any research instrument is vital to the result of such 
investigation. Previous research on the internal consistency 
reliability of the MSQ as estimated by Hoyt's analysis of 
variance method showed that, for the intrinsic satisfaction 
scale, the coefficients ranged from .84 (for two assembler 
groups) to .91 for engineers. For the extrinsic satisfaction 
scale, the coefficients ranged from .77 ( for electronic 
assemblers) to .82 (for engineers and machinists). On the 
general satisfaction scale, the coefficients ranged from 
.87 (for assemblers) to .92 (for engineers). Median 
reliability coefficients were .86 for intrinsic satisfaction, 
.80 for extrinsic satisfaction and .90 for general 
satisfaction (Weiss et al., 1967: 13-14). In general, 
the reliability coefficients obtained were high. 
Stability. The stability of the short form MSQ may 
be inferred from that of the long form MSQ whose stability 
coefficients ranged from .66 to .91 for the one week 
interval, and from .35 to .71 for the one year interval. 
Validity. In an attempt to investigate the convergent 
and discriminant validities of corresponding scales of the 
Job Description Index (JDI) and the Minnesota Satisfaction 
Questionnaire (MSQ), Gillet and Schwab (1975) gathered data 
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from 273 male and female production 'workers of a large 
producer of consumer goods located in the mid-west. 
Discriminant validity allo-ws one to delineate the various 
scales on the instriament -while convergent validity requires 
that the instrument yields results that are comparable in 
their conclusions -with other measures in the area. 
Gil let and Sch-wab (1975) found that the four 
satisfaction scales common to JDI and MSQ, that is, pay, 
promotion, supervision and co--workers, show very high 
validities when judged against the absolute criteria of 
Campbell and Fiske's (1959) procedure. The convergent 
validities of all the four scales are: pay .56, promotion 
.57, supervision .70, and co-workers .49. 
Much of the evidence supporting the construct validity 
of the MSQ, that is, its performing according to theoretical 
expectations, is derived indirectly fron construct 
validities of the comparable Minnesota Importance 
Questionnaire (MIQ) based on the Theory of Work Adjustment 
(Weiss, Dawis, England and Lofquist, 1966). 
Carrell (1976) rated the MSQ as being very good in 
content, adequate in its simplicity of wording, fast to 
complete, contains very good normative data and has very 
high validity. 
Guion (1978) stated that the MSQ clearly gives 
reasonably reliable, valid, well-normed indications of 
general satisfaction at work and of 20 aspects of that 
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satisfaction collapsible into intrinsic and extrinsic 
components. He further stated that the MSQ is well 
developed, it holds up well in comparison with a major 
alternate instrument, and that it can give detailed 
diagnostic or parsimonious summary statements according to 
an investigator's needs (1978: 1680). 
Data Analysis 
Five hundred and two questionnaires were sent out and 
two hundred and fifty seven were returned. This was a 51.2 
per cent return rate. Only one of the returned questionnaires 
was unusable (See Table 1). 
The data obtained from the questionnaires were scored 
for each respondent on the basis of the independent 
variables and on the 20 job satisfaction items that make up 
the dependent variable, job satisfaction. • 
The independent variables are coded as follows: 
Sex: (1) Male (2) Female. Age: (1) 18-30 years (2) 31-40 
years (3) 41-50 years (4) 51-60 years (5) 61 years and over. 
Degree: (1) Bachelor's degree (2) Master's degree (3) 
Doctorate degree (4) Others. School or College: (1) Arts 
(2) Business Administration (3) Education (4) Engineering 
(5) Environmental Design (6) Law (7) Medicine (8) Sciences 
(9) Social Sciences. Nationality: (1) Nigerian (2) Non- 
Nigerian. Teaching Experience in the School and Total 
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TABLE 1 
QUESTIONNAIRE RETURN RATE BY SCHOOL/COLLEGE 
SCHOOL/COLLEGE 
NUMBER 
SENT 
NUMBER 
RETURNED 
PERCENTAGE 
RETURNED 
ARTS 75 32 42.7 
BUSINESS 
ADMINISTRATION 30 22 73.3 
EDUCATION 45 28 62.2 
ENGINEERING 68 40 58.8 
ENVIRONMENTAL 
DESIGN 7 4 57.1 
LAW 23 14 60.9 
MEDICINE 97 40 41.2 
SCIENCES 79 36 45.6 
SOCIAL SCIENCES 78 41 52.6 
TOTAL 502 257 51.2 
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Teaching Experience at University level: (1) 1-5 years (2) 
6-10 years (3) 11-15 years (4) 16-20 years (5) 21 years and 
over. Rank: (1) Graduate Assistant (2) Assistant Lecturer 
(3) Lecturer Grade II (4) Lecturer Grade I (5) Senior 
Lecturer (6) Associate Professor (7) Professor. Tenure: (1) 
Tenured (2) Non-tenured. Salary: (1) 3264-4164 (2) 4368- 
5340 (3) 5460-6432 (4) 6444-6982 (5) 7104-7752 (6) 7764-8724 
(7) 8868-9828 (8) 9996-11028 (9) 11268-12420. These salary 
scales are in Naira which is the Nigerian currency and a 
naira is worth about $1.50. 
The data were grouped according to the various schools 
or colleges in the university. 
Preliminary data processing started with frequency 
distribution which gave an overall picture of the responses 
in terms of absolute frequency, mean, standard deviation 
and variance, among other statistics. Next, a breakdown of 
each item of the dependent variable by all the independent 
variables produced such analytic statistics as mean, 
standard deviation, sum of squares and the number in each 
category; in addition, univariate analysis of variance 
tables were produced. 
A Pearson correlation analysis provided the correlation 
coefficients for each of the satisfaction and importance 
variables (Appendices C and D). 
The next stages of the analysis were the application 
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of univariate analysis of variance, ANOVA, and multivariate 
analysis of variance, MANOVA. Univariate analysis of 
variance is used to examine -which specific scale items are 
statistically significant, -while multivariate analysis of 
variance is used to test the significance of the difference 
bet-ween groups of individuals measured on several dependent 
variables. MANOVA, as a means of analysing statistical 
data, has the added advantage of being able to accommodate 
several dependent and independent variables. Bock and 
Haggard are of the view that MANOVA is particularly 
applicable to behavioral research because typical multi¬ 
variate problems in behavioral research involve both 
multiple independent and dependent variables (1968: 110). 
^Multiple regression analysis was performed and this 
revealed high correlations among some of the independent 
variables. In particular, total teaching experience, rank 
and salary are highly correlated and this signifies the 
problem of multicolinearity in which certain variables move 
together. In order to correct for multicolinearity, total 
teaching experience and salary were dropped from the 
analysis as their characteristics are aptly reflected in 
rank. This is because longer teaching experience is likely 
to result in higher rank which also carries with it higher 
remuneration. 
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Stepwise multiple regression was carried out on the 
data, in which each independent variable entered into the 
regression equation according to the amoiont of variance 
explained until the total variance was maximized as shown 
2 . . . . 
by the R , the coefficiert of determination. 
The data were also factor analyzed in order to 
deteirmine whether the intrinsic-extrinsic satisfaction 
configurations as in Weiss ^ (1967) would emerge. 
This was determined by an examination of the loadings 
on the factors that emerged after principal factoring with 
varimax rotation was carried out on the dependent variables. 
CHAPTER IV 
RESEARCH FINDINGS AND TESTS OF THE HYPOTHESES 
Chapter I highlighted the context within which this 
study took place with a background history of the University 
of Lagos and the expected role to be played by a university 
in a developing nation such as Nigeria. The problem, as 
perceived by the investigator was also stated. Chapter II 
reviewed the relevant literature on job satisfaction and 
a model of the factors that influence job satisfaction was 
presented. In Chapter III, the propositions were presented, 
the research questions to be answered were outlined, the study 
sample was discussed and the research instrument was 
evaluated. Finally, the methods used in analyzing the data 
were also enumerated. 
In this Chapter, the hypothesis for this study will 
be tested using the results of the findings. Although the 
response rate was less than had been anticipated, it is 
concluded that enough useful information could be generated 
from the responses. The investigator feels that a university 
community will be enthusiastically responsive to research 
matters and especially to a topic which touches sensitively 
on their work values. Information is very essential for 
planning and decision making particularly for developing 
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countries and this information can only be secured -with and 
through the help and cooperation of those who respond to 
information gathering techniques. 
HI: Lecturers' more important job aspects will produce 
more satisfaction and dissatisfaction than less 
important job aspects. 
In other words, this hypothesis states that if lecturers' 
more important job aspects are gratified, they will express 
being more satisfied than when their less important job 
aspects are gratified. 
Table 2 presents lecturers' mean importance and mean 
satisfaction scores for the various aspects of their job as 
well as the standard deviation. 
It is shown from the table that lecturers feel fairly 
satisfied with most of the job aspects except for university 
policy, 2.36; pay, 2.25; and environmental conditions, 1.92. 
There were also high importance ratings for almost all the 
job aspects. This means that lecturers need these aspects 
in their job. However, some of the job aspects are rated 
higher than others in importance, for example, independence, 
moral values, social service, ability utilization, 
advancement, responsibility, creativity and achievement are 
rated higher in importance than variety, social status, 
supervision (hirnnan relation, technical), security, university 
policy, pay, working conditions, co-workers and environmental 
75 
TABLE 2 
MEAN SATISFACTION AND MEAN IMPORTANCE 
SATISFACTION IMPORTANCE 
MEAN 
STANDAPD 
DEVIATION 
MEAN 
STANDARD 
DEVIATION 
Activity 3.52 0.99 4.19 0.86 
Independence 3.70 0.96 4.43 0.69 
Variety 3.46 1.02 4.18 0.78 
Social Status 3.36 1.08 3.91 1.12 
Supervision 
Human Relation 3.02 1.13 3.99 0.92 
Supervision Techn 3.20 1.15 4.13 0.85 
Moral Values 4.08 0.85 4.62 0.66 
Security 3.53 1.10 4.18 0.94 
Social Ser^/ice 3.91 0.95 4.56 0.70 
Authority 2.90 1.04 2.77 1.20 
Ability 
Utilization 3.63 1.11 4.59 0.65 
University Policy 2.36 0.97 4.04 0.89 
Pay 2.25 0.84 3.93 0.80 
Advane emen t 2.91 1.08 4.49 0.78 
Responsibility 3.54 0.92 4.50 0.69 
Creativity 3.45 0.96 4.47 0.72 
Working Condition 3 2.74 1.02 4.13 0.78 
Co-'workers 2.93 0.92 3.96 0.87 
Achievement 3.35 1.03 4.59 0.69 
Environmenta1 
Conditions 1.92 0.61 3.96 0.69 
General 
Satisf action 63.04 11.62 
I 
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conditions. The low importance rating of 2.77 for authority 
is noteworthy because it reflects lecturers' perception of 
authority. 
The first group of highly rated factors can be 
classified as intrinsic while the second group can be 
classified as extrinsic. As a preliminary observation, it 
appears that lecturers view intrinsic job factors more 
important than extrinsic job aspects. 
In order to test Hypothesis 1, Pearson correlation 
coefficients between satisfaction and importance were 
calculated for the dependent variables as shown in Table 3. 
Each correlation coefficient is a measure of association, 
indicating the strength of the linear relationship between 
the two variables. Important job aspects that are 
significantly correlated (.05 level of significance) with 
satisfaction with many job aspects include: activity, 
independence, variety, moral values, security, social 
service, responsibility and creativity. Each of the job 
aspects, except working conditions and environmental 
conditions, has significant importance/satisfaction 
correlation with itself. 
Two correlation coefficients from the table are 
worthy of note. The high .63 importance/satisfaction 
correlation for authority might be misleading since 
satisfaction with and the importance of authority are 
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relatively lov. The high correlation coefficient only 
reflects their significantly low importance/satisfaction 
relationship. The second is the correlation coefficient 
of -.11 for pay importance and pay satisfaction. This 
shows a negative relationship between pay importance and 
pay satisfaction, which means that the higher the importance 
attached to pay, the lower is the satisfaction and vice 
versa. This trend may suggest an insatiable quest for 
money, since it appears that money is so important that no 
amount will be enough to bring about satisfaction. 
Satisfaction with pay can increase only if a way is found 
to reduce the level of importance attached to it. 
Items that have higher importance rating are those 
that produce more satisfaction/dissatisfaction than less 
important job aspects. These relationships are shown in 
Table 4. T values of 20.60 and 24.54 for high importance/ 
low importance and high satisfaction/low satisfaction 
respectively are significant. This suggests that the 
gratification of more important job aspects results in 
higher satisfaction than the gratification of less 
important job aspects. Hypothesis 1 is, thus, supported. 
H2. Lecturers will be more satisfied with extrinsic 
than intrinsic job factors. 
In order to develop the intrinsic-extrinsic scale, 
Weiss et al. (1967) reported that the short form MSQ 
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TABLE 4 
HIGH IMPORTANCE - HIGH SATISFACTION/DISSATISFACTION 
LOW IMPORTANCE - LOW SATISFACTION 
VARIABLES 
IMPORT¬ 
ANCE 
R 
SATIS¬ 
FACTION 
Moral Values 4.62 0.54* 4.08 
Ability Utilization 4.59 0.19* 3.63 
Achievement 4.59 0.21* 3.35 
Social Service 4.56 0.42* 3.91 
Responsibility 4.50 0.38* 3.54 
Advancement 4.49 0.21* 2.91 
Creativity 4.47 0.31* 3.45 
Independence 4.43 0.40* 3.70 
Activity 4.19 0.34* 3.52 
Security 4.18 0.41* 3.52 
Variety 4.18 0.49* 3.46 
Supervision (Technical) 4.13 0.25* 3.20 
Working Conditions 4.13 0.09 2.74 
University Policy 4.04 0.17* 2.36 
Supervision (Human Rela) 3.99 0.28 3.02 
Environmental Conditions 3.96 -0.08 1.92 
Co-workers 3.96 0.19* 2.93 
Pay 3.93 -0.11* 2.25 
Social Status 3.91 0.31* 3.36 
Authority 2.77 0.63* 2.90 
T-TEST 
VARIABLES MEAN 
STANDARC 
DEVIATI. 
DIFF. 
MEAN 
T 
VALUE 
DEGREES 
OF FREED 
2-TAIL 
PROBAB 
High Importa 4.31 0.47 0.63 20.60* 255 .000 
Low Importa. 3.68 0.56 
High Satisf. 3.35 0.63 0.67 24.54* 255 .000 
Low Satisf. 2.68 0.56 
*p < .05 
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was administered to a heterogenous group of 1460 employed 
men. The resulting data were factor analyzed and two 
factors resulted, intrinsic and extrinsic satisfaction. 
Items loading high on each factor were taken to constitute 
a scale. In addition, all 20 items were scored as one scale 
and called general satisfaction. The items constituting the 
intrinsic scale, according to the above authors, are: 
activity, independence, variety, social status, moral values, 
security, social service, authority, ability utilization, 
responsibility, creativity and achievement; those 
constituting the extrinsic scale are: supervision (human 
relation and technical), company policies, compensation, 
advancement and recognition. 
Factor analysis was carried out on the data for this 
study using principal factoring with varimax rotation as a 
way of ensuring orthogonality. This was done to determine 
whether or not similar intrinsic-extrinsic categorization 
would result. 
Table 5 presents the results of the factor analysis. 
Four factors resulted instead of the two in the Weiss et al,. 's 
(1967) study. Variables that load significantly on Factor 1 
are: activity, independence, variety, social status, security, 
social service and ability utilization. This study 
interprets these variables to mean a measure of satisfaction 
with characteristics of the work itself; that is, the job 
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TABLE 5 
FACTOR ANALYSIS 
FACTOR LOADINGS ON SATISFACTION VARIABLES 
VARIABLES 
FACTOR 
1 
FACTOR 
2 
FACTOR 
3 
FACTOR 
4 
Activity .58* .20 .13 .12 
Independence .66* .16 .12 .17 
Variety .68* .07 .13 .12 
Social Status .50* .06 .10 .19 
Supervision Hum.Relatioi L .19 .22 .24 .76* 
Supervision Technical .21 .13 .28 .76* 
Moral Values .40 .38 .20 .11 
Security .53* .19 .42 .08 
Social Service .62* .24 .16 .07 
Authority .32 .31 .19 -.08 
Ability Utilization .56* .34 .14 .07 
University Policy .08 .25 .51* .10 
Pay .25 .16 .61* .21 
Advancement .28 .37 .50* .23 
Responsibility .32 .66* .16 .11 
Creativity -.39 .64* .04 .21 
Working Conditions .13 .37 .29 .24 
Co-vorkers .02 .48 .23 .14 
Achievement .48 .53* .31 .04 
Environmental 
Conditions .13 .06 .52* .13 
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content. It is the job alone that can provide the 
satisfaction with these variables because of their nature. 
Factor 2 has high loadings on responsibility, creativity 
and achievement and can be interpreted as a measure of 
satisfaction with characteristics of the individual. To be 
responsible, creative and to want to achieve comes from an 
individual’s inner motive. The third factor with high 
loadings on loniversity policy, pay, advancement and 
environmental conditions measures satisfaction with the work 
atmosphere, in other words, the environment of the job or 
the context within which the job is performed. Factor 4 
loads very highly on supervision (human relation) and 
supervision (technical). This is interpreted to mean 
satisfaction with the supervisor’s abilities. 
The above categories show that lecturers’ satisfaction 
with the job can be more specifically evaluated in terms of 
the characteristics of the job, the characteristics of the 
individual, the work atmosphere and supervision instead of 
lumping these into the intrinsic-extrinsic dichotomy. 
Based on Weiss ^ a^’s (1967) classification, 
lecturers’ scores were calculated by summing for the items 
that constitute a scale. The overall means and standard 
deviations were also calculated. These are shown in Table 6. 
Mean satisfaction for the intrinsic scale, based on the raw 
score, is 41.96 while that of the extrinsic scale is 21.08. 
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TABLE 6 
INTRINSIC-EXTRINSIC SATISFACTION SCALES AND T-TEST 
INTRINSIC SATISFACTION 
SUM MEAN STANDARD DEVIATION N 
10,741 41.96 7.82 256 
EXTRINSIC SATISFACTION 
SUM MEAN STANDARD DEVIATION N 
5,397 21.08 5.09 256 
T-TEST 
VARIABLE MEAN 
STD. 
DEV. 
DIFF. 
MEAN 
T 
VALUE 
DEGREES 
OF FREE! 
2-TAIL 
PROBAB. 
INTRINSIC 3.50 0.65 
0.86 23.96 255 .000 
EXTRINSIC 2.64 0.64 
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To test for the significance of the difference between 
the means of intrinsic and extrinsic scales, a T-test was 
carried out and a T-value of 23.96 resulted. This is 
statistically significant at the .05 level. 
The result obtained is the opposite of the hypothesis 
since satisfaction with intrinsic factors is significantly 
higher than satisfaction with extrinsic factors. Hypothesis 
2 is rejected. 
The fact that satisfaction with extrinsic factors was 
lower than satisfaction with intrinsic factors may, in part, 
be the result of inadequate provision of these extrinsic 
factors by the job. And these factors are inadequate as 
long as they are insufficient to enable lecturers to meet the 
demands of the society, most especially, financial 
obligations. 
An alternative explanation offered for the low 
satisfaction with extrinsic factors is that lecturers, as 
professionals, may characteristically be more concerned with 
"content" rather than "context" elements according to 
Herzberg ^ aA. (1959). This suggests that lecturers belong 
to a sub-culture of professionals who derive their 
satisfaction from 'certain' elements of the job situation. 
To carry the analysis further, an attempt was made to 
find out if lecturers' satisfaction with intrinsic and 
extrinsic factors differ by school/college, degree, rank 
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and tenure. 
Table 7 presents lecturers' intrinsic and extrinsic 
satisfaction scores by school and analysis of variance tables. 
A univariate F of .95 for intrinsic satisfaction was not 
significant at the .05 level. The Faculty of Law appears to 
be most satisfied with intrinsic factors while the College 
of Medicine is least satisfied with intrinsic factors. 
On the other hand, there was a significant difference 
in satisfaction with extrinsic factors between schools. An 
F of 1.99 was significant at the .05 level. The Schools of 
Business and Environmental Design appear to be least 
satisfied with extrinsic factors. The explanation could be 
that the lecturers in these schools consider their 
opportunities in alternative employment as a gauge of their 
satisfaction with extrinsic factors. The discrepancy theory, 
in terms of what is and what ought to be, is relevant in 
this context. Further explanation for this will be given 
when discussing results for Hypothesis 3. 
Satisfaction with intrinsic factors was significantly 
different for lecturers classified by degree with an F of 
6.56. It appears as if satisfaction with intrinsic factors 
increases with the level of educational qualification. 
There was no difference in satisfaction with extrinsic 
factors when lecturers were classified by degree. However, 
satisfaction with intrinsic and extrinsic factors increases 
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TABLE 7 
INTRINSIC AND EXTRINSIC SATISFACTION BY SCHOOL/COLLEGE 
SCHOOL INTRINSIC EXTRINSIC NUMBER 
MEAN STD. 
DEV. 
MEAN STD. 
DEV. 
OF 
CASES 
ENTIRE POPULATION 41.96 7.82 21.08 5.09 256 
ART 41.38 8.19 21.63 4.76 32 
BUSINESS ADMIN. 40.95 7.69 18.46 4.21 22 
EDUCATION 43.00 6.86 20.47 4.67 28 
ENGINEERING 41.33 9.11 21.84 5.45 40 
ENVIRONMENTAL DESIGF 42.25 6.70 17.80 4.66 4 
LAW 44.36 9.18 21.62 5.08 14 
lyiEDICINE 39.93 7.43 20.19 4.28 40 
SCIENCES 43.89 6.55 22.96 4.91 36 
SOCIAL SCIENCES 42.30 7.88 21.11 6.06 40 
ANALYSIS OF VARIANCE TABLES 
INTRINSIC 
SOURCE 
SUM OF 
SQUARES 
DEGREES OF 
FREEDOM 
MEAN 
SQUARE 
F- 
UNIVARIATE 
BETWEEN GROUPS 464.60 8 58.08 0.95 
WITHIN GROUPS 15137.92 247 61.29 
TOTAL 15602.52 255 
EXTRINSIC 
BETWEEN GROUPS 400.29 8 50.03 1.99* 
WITHIN GROUPS 6214.17 247 25.15 
TOTAL 6614.46 255 
*p <.05 
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progressively with degree as presented in Tables 8 A and 8 B. 
It is possible that this progressive increase in satisfaction 
is influenced by rank because the higher the degree, the 
greater is the opportunity for higher rank; and the higher 
the rank, the higher are the returns from the job. In Table 
8 C, lecturers with higher degrees report higher overall 
satisfaction than those with lower degrees and the difference 
is significant with an F value of 5.12. 
There are seven levels in the faculty organizational 
ladder at the University of Lagos, from Graduate Assistant 
to Professor. In Table 9, Professors and Associate 
Professors are highly more satisfied with intrinsic factors 
than all the other levels in the hierarchy. This appears to 
be consistent with other findings in which those high in the 
organizational rank expressed more satisfaction with the job 
than those at the lower levels of the hierarchy (Porter, 
1961; Sprague, 1974; and Locke, 1976). 
There was also a significant difference in faculty 
satisfaction with extrinsic factors on the basis of rank, 
with an F of 4.02. Faculty at the lower rungs of the ladder 
are less satisfied with extrinsic factors than those in the 
higher echelon, although Professors are less satisfied than 
Associate Professors. 
Lecturers whose appointments have been confirmed 
showed significantly higher satisfaction with both intrinsic 
and extrinsic factors than those awaiting tenure (Table 10). 
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TABLE 8 A 
INTRINSIC SATISFACTION BY DEGREE 
DEGREE MEAN 
STANDARD 
DEVIATION 
NUMBER 
OF CASES 
BACHELOR’S 37.23 8.62 26 
MASTER'S 41.53 6.99 84 
DOCTORATE 43.06 7.86 145 
ANALYSIS OF VARIANCE TABLE 
SOURCE 
SUM OF DEGREES OF MEAN UNIVARIATE 
SQUARES FREEDOM SQUARE F 
BETWEEN GROUPS 
WITHIN GROUPS 
TOTAL 
772.73 2 
14825.94 252 
386.36 
58.83 
6.56* 
15598.67 254 
TABLE 8 B 
EXTRINSIC SATISFACTION BY DEGREE 
DEGREE MEAN 
STANDARD 
DEVIATION 
NUMBER OF 
CASES 
BACHELOR'S 19.90 5.54 26 
MASTER’S 20.64 4.87 84 
DOCTORATE 21.58 5.10 145 
*p <.05 
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TABLE 8 B—Continued 
ANALYSIS OF VARIANCE TABLE 
SOURCE SUM OF 
SQUARES 
DEGREES OF 
FREEDOM 
MEAN 
SQUARE 
UNIVARIATE 
F 
BETWEEN GROUPS 88.79 2 44.39 
1.72 
WITHIN GROUPS 6501.72 252 25.80 
TOTAL 6590.51 254 
TABLE 8 C 
GENERAL SATISFACTION BY DEGREE 
DEGREE MEAN STANDARD 
DEVIATION 
NUMBER OF 
CASES 
BACHELOR'S 57.13 13.40 26 
MASTER'S 62.17 10.75 84 
DOCTORATE 64.64 11.47 145 
ANALYSIS OF VARIANCE TABLE 
SOURCE 
SUM OF DEGREES OF MEAN UNIVARIATE 
SQUARES FREEDOM SQUARE F 
BETWEEN GROUPS 1343.63 2 671.81 
5.12* 
WITHIN GROUPS 33035.41 252 131.17 
TOTAL 34399.04 254 1 
*p <.05 
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TABLE 9 
INTRINSIC AND EXTRINSIC SATISFACTION BY RANK 
RANK INTRINSIC . EXTRINSIC NO 
MEAN STD. 
DEV. 
MEAN STD. 
DEV. 
Ur 
CASES 
GRADUATE ASSISTANT 36.00 8 .48 19.46 6.20 14 
ASSISTANT LECTURER 35.75 7.65 19.73 4.14 12 
LECTURER GRADE II 40.11 7.79 19.88 4.35 56 
LECTURER GRADE I 41.89 6.20 20.49 5.02 63 
SENIOR LECTURER 42.12 6.02 21.29 4.53 67 
ASSOCIATE PROFESSOR 47.20 11.74 25.25 6.13 15 
PROFESSOR 48.03 6.92 23.43 5.45 29 
ANALYSIS OF VARIANCE TABLE 
INTRINSIC 
SOURCE 
SUM OF 
SQUARES 
DEGREES OF 
FREEDOM 
MEAN 
SQUARE 
UNIVARIATE 
F 
BETWEEN GROUPS 
WITHIN GROUPS 
2636.29 
12966.24 
6 
249 
■ 4'35".'38 
52.07 
8.44* 
TOTAL 15602.53 255 
EXTRINSIC 
SOURCE 
BETWEEN GROUPS 
WITHIN GROUPS 
584.76 
6029.70 
6 
249 
97.46 
24.22 
4.02* 
TOTAL 6614.46 255 
*p <.05 
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TABLE 10 
INTRINSIC AND EXTRINSIC SATISFACTION BY TENURE 
CATEGORY INTRINSIC EXTRINSIC NO 
DP 
MEAN STD. 
DEV. 
MEAN STD. 
DEV. CASES 
CONFIRMED 43.65 7.70 21.73 5.24 141 
NOT CONFIRMED 
- ' -■ 
39.80 7.54 20.22 4.80 113 
ANALYSIS OF VARIANCE TABLE 
INTRINSIC 
SOURCE SUM OF DEGREES OF MEAN UNIVARIATE 
SQUARES FREEDOM SQUARE F 
BETWEEN GROUPS 932.70 1 932.70 
16.03* 
WITHIN GROUPS 14656.28 252 58.15 
TOTAL 15588.98 253 
EXTRINSIC 
SOURCE 
BETWEEN GROUPS 143.15 1 143.15 
5.61* 
WITHIN GROUPS 6423.27 252 25.48 
TOTAL 6566.42 253 
*p <.05 
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H3. Lecturers in more professionally oriented schools 
will be less satisfied with their job than their 
counterparts in less professionally oriented 
schools. 
Table 11 presents faculty satisfaction with the job 
aspects according to school. When satisfaction variables 
were classified into characteristics of the work, the 
individual, the work atmosphere and supervision, there were 
no significant differences between schools in satisfaction 
with characteristics of the work although Faculty of Law 
appeared most satisfied with this aspect. The Schools of 
Business Administration and Medicine are the least satisfied 
with characteristics of the individual, made up of 
responsibility, creativity and achievement. The Schools of 
Business, Environmental Design and Medicine report low 
satisfaction with the work atm^osphere—university policy, 
pay, advancement and environm.ental conditions. This may 
result from the consideration of their potentials in 
alternative employment. The same schools also report low 
satisfaction with supervision which is a reflection on the 
type and style of leadership in these schools (Table 12). 
A comparison of lecturers' satisfaction by more- 
professional/less professional classification (Table 13) 
shows that there is a significant difference between the two 
groups in general satisfaction with a T value of -1.76 (less 
professional schools are more satisfied). Differences 
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TABLE 13 
COMPARISON OF SATISFACTION BY MORE PROFESSIONAL/ 
LESS PROFESSIONAL CLASSIFICATION 
VARIABLES GROUP 
NO OF 
CASES 
MEAN 
STD. 
DEV. 
POOLED VARIANCE 
ESTIMATE 
T 
VALUE 
DF 
1-TAIL 
PROB. 
GENERAL 
SATISFACTION MP 1 120 61.68 11.68 
\ 
-1.76* 254 .040 
LP 2 136 64.23 11.47 
INTRINSIC 
SATISFACTION MP 1 120 41.17 8.23 -1.51 254 .066 
LP 2 136 42.64 7.39 
EXTRINSIC 
SATISFACTION MP 1 120 20.51 4.90 -1.70* 254 .045 
LP 2 136 21.58 5.22 
WORK MP 1 120 24.43 5.26 -1.29 254 .099 
LP 2 136 25.24 4.75 
INDIVIDUAL MP 1 120 9.94 2.74 -1.58 254 .058 
LP 2 136 10.44 2.31 
ATMOSPHERE MP 1 120 9.21 2.38 -0.92 254 .179 
LP 2 136 9.51 2.74 
SUPERVISION MP 1 120 5.70 2.36 -2.41* 254 .008 
LP 2 136 6.39 2.21 
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between the two groups are also significant for satisfaction 
with extrinsic factors and supervision with T values of -1.70 
and -2.41 respectively (less professional schools are more 
satisfied). There is no significant difference between more 
professional and less professional schools in satisfaction 
with intrinsic factors, characteristics of the work, the 
individual and the work atmosphere although the observed 
differences are all in the predicted direction and three of 
the four T values approach significance. The T value is 
negative because we are testing the alternative hypothesis 
of the form Hi: ^2* where is the mean score for more 
professional schools and U2 is the mean score for less 
professional schools. 
Hypothesis 3 is supported when we talk about general 
satisfaction, and only partially supported when satisfaction 
variables are classified into scales. 
H4. The higher the rank in the organizational 
hierarchy, the higher will be the job 
satisf action. 
It is expected that lecturers high up in the university 
hierarchy will be more satisfied than those in the lower 
levels of the hierarchy. This is because higher rank offers 
higher salaries, higher prestige, higher social status and 
more opportunities for self-fulfillment. The multivariate 
F of 3.94 was significant for the hypothesis. Therefore, 
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the hypothesis is accepted. Table 14 shows the mean 
satisfaction scores, the standard deviation and the number 
of lecturers in each rank category. Satisfaction with 
almost all the variables increases progressively with rank. 
A univariate analysis of variance showed that there 
were significant differences in faculty satisfaction with 
all the items except independence, social service, working 
conditions and co-workers (Table 14). 
The importance attached to both intrinsic and extrinsic 
factors did not vary significantly by rank except for social 
service and supervision (human relations) which show 
significant variations (Tables 15 and 16). 
Sub-hypothesis 4 states that professionals at the 
higher levels of the hierarchy will be less satisfied with 
their job than non-professionals. This was deduced from 
hypothesis 3 in which professionals were said to be less 
satisfied than non-professionals in general. 
Lecturers were classified by more professional/less 
professional and by higher and lower rank. Based on the raw 
score, it was found that lecturers at the higher level of the 
more professional group were less satisfied than lecturers 
at the higher level of the less professional group on all 
the five scales of general satisfaction, characteristics of 
the work, the individual, the work atmosphere and supervision. 
These results are presented in Table 17. Comparison between 
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TABLE _14 
FACULTY SATISFACTION BY RANK 
R ANK 
VARIABLES 
GRAD. 
ASST 
ASST. 
LEC 
LEC. 
II 
LEC. 
I 
SNR 
LEC. 
ASSOC 
PROF. 
PROF . F^ 
N 14 12 56 63 67 15 29 Value 
Activity- 
Mean 
SD 
2.57 
1.01 
2.91 
1.16 
3.21 
0.95 
3.68 
0.89 
3.59 
0.87 
3.80 
1.08 
4.13 
0.91 
6.97* 
Independence 
Mean 
SD 
3.35 
0.92 
3.50 
1.08 
3.48 
0.83 
3.67 
1.02 
3.77 
0.79 
4.00 
1.30 
4.10 
1.06 
2.07 
Variety 
Mean 
SD 
3.00 
0.87 
2.83 
0.57 
3.14 
0.98 
3.53 
0.93 
3.50 
0.87 
3.86 
1.30 
4.03 
1.23 
4.41* 
Social Status 
Mean 
SD 
3.00 
1.17 
2.75 
0.86 
3.21 
1.05 
3.27 
0.97 
3.40 
0.99 
4.07 
1.43 
3.84 
1.15 
3.19* 
Supervision 
(Hum. Relations) 
Mean 
SD 
3.57 
1.28 
2.66 
1.07 
2.73 
1.05 
2.85 
1.24 
3.00 
0.91 
3.26 
1.33 
3.84 
0.89 
4.17* 
Supervision 
(Technical) 
Mean 
SD 
3.35 
1.14 
3.16 
0.71 
2.92 
1.17 
3.04 
1.24 
3.16 
1.08 
3.53 
1.06 
4.00 
0.95 
3.10* 
Moral Values 
Mean 
SD 
3.85 
0.66 
3.66 
0.88 
3.96 
0.89 
4.06 
0.75 
4.08 
0.83 
4.20 
1.20 
4.57 
0.74 
2.48* 
Security 
Mean 
SD 
2.42 
1.15 
3.00 
1.03 
3.47 
0.89 
3.52 
1.08 
3.45 
1.02 
4.33 
1.39 
4.14 
0.93 
6.34* 
Social Service 
Mean 
SD 
3.71 
0.82 
3.66 
1.07 
3.64 
1.06 
3.90 
0.92 
4.05 
0.79 
4.00 
1.19 
4.20 
0.94 
1.74 
Authority 
Mean 
SD 
2.28 
1.20 
2.25 
0.62 
2.82 
1.06 
3.05 
0.92 
2.78 
1.03 
3.26 
0.96 
3.40 
1.04 
3.58* 
a degrees of freedom range from 6/242 - 6/249 
*p <.05 
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TABLE 14--Continued 
RANK 
VARIABLES 
dpjjy 
ASST. 
ASST. 
LEC. 
LEC. 
II 
LEC. 
I 
SNR 
LEC . 
ASSOC 
PROF 
PROF . p a 
N 14 12 56 63 67 15 29 Value 
Ability 
Utilization 
Mean 3.21 2.83 3.48 3.51 3.55 4.40 4.44 6.27* 
SD 
University Polic 
1.12 
y 
0.71 1.12 1.19 0.97 0.91 0.73 
6.03* Mean 1.71 1.91 2.17 2.19 2.50 3.26 2.75 
SD 1.06 0.90 0.74 0.94 0.88 0.79 1.15 
Pay 
Mean 2.07 2.27 2.03 2.17 2.17 2.93 2.72 4.31* 
SD 0.50 1.09 0.71 0.82 0.82 0.93 0.82 
Advancement 
Mean 1.71 2.16 2.62 2.82 3.07 3.73 3.81 11.59* 
SD 1.13 0.83 0.96 0.87 0.88 1.16 1.24 
Responsibility 
4.31 6.40* Mean 3.07 2.91 3.47 3.41 3.48 3.93 
SD 0.82 0.99 0.71 0.91 0.83 1.22 0.80 
Creativity 
3.89 3.89* Mean 2.92 2.66 3.29 3.57 3.47 3.73 
SD 
Working conditio 
1.07 
ns 
0.98 0.95 0.94 0.83 1.09 0.87 
0.45 Mean 2.64 2.50 2.73 2.68 2.75 3.06 2.82 
SD 0.92 0.90 1.05 1.08 1.00 1.03 0.96 
Co-workers 
0.59 Mean 2.53 2.91 2.89 2.88 3.00 3.00 3.03 
SD 1.05 0.99 1.05 1.00 0.80 1.00 0.56 
Achievement 
4.27 8.42* Mean 2.57 2.75 3.14 3.20 3.42 3.86 
SD 1.08 0.86 1.06 1.00 0.78 1.12 0.79 
Environmental 
Conditions 
1.85 3.53* Mean 2.02 2.11 1.75 1.82 1.99 2.45 
SD 0.95 0.54 0.55 0.54 0.61 0.73 0.48 
General 
Satisf action 
71.45 7.77* Mean 55.45 55.47 59.98 62.37 63.41 72.45 
SD 13.85 11.52 11.04 9.70 8.57 16.97 11.37 
a degrees of freedom range from 6/242 - 6/249 
*p <.05 
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TABLE 15 
IMPORTANCE OF INTRINSIC FACTORS BY RANK 
VARIABLES RANK 
GRAD 
ASST. 
ASST. 
LEC 
LEC. 
II 
LEC 
I 
SNR 
LEC. 
ASSOC 
PROF . 
PROF. F^ 
Value 
Activity 
Mean 4.00 4.25 4.16 4.12 4.19 4.00 4.55 1.16 
SD 0.55 0.75 0.82 0.90 0.78 1.25 0.82 
Independence 
Mean 4.14 4.41 4.53 4.31 4.43 4.33 4.64 1.39 
SD 0.36 0.51 0.57 0.79 0.61 1.23 0.62 
Variety 
Mean 3.78 4.00 4.12 4.08 4.26 4.26 4.50 1.89 
SD 0.57 0.60 0.74 0.81 0.77 1.16 0.63 
Social Status 
Mean 3.92 4.41 3.96 4.08 3.87 3.42 3.50 1.70 
SD 1.07 0.66 1.05 1.00 1.15 1.50 1.30 
Moral Values 
Mean 4.64 4.50 4.66 4.49 4.62 4.60 4.80 1.29 
SD 0.49 0.79 0.47 0.69 0.73 1.12 0.31 
Security 
Mean 4.00 4.33 4.29 4.06 4.10 4.46 4.20 0.71 
SD 0.96 0.77 0.74 0.98 1.02 1.06 1.01 
Social Service 
Mean 4.21 4.75 4.63 4.39 4.58 4.53 4.86 2.31* 
SD 0.89 0.45 0.52 0.88 0.60 1.06 0.35 
Authority 
1.55 Mean 2.14 2.58 2.67 2.85 2.68 3.06 3.18 
SD 1.35 0.99 1.16 1.23 1.25 0.79 1.17 
Ability Utilizai 
Mean 
lion 
4.57 4.50 4.71 4.52 4.47 4.38 4.88 2.00 
SD 0.51 0.67 0.56 0.56 0.76 1.12 0.32 
Responsibility 
4.82 1.47 Mean 4.50 4.58 4.40 4.41 4.47 4.53 
SD 0.75 0.66 0.62 0.67 0.74 1.06 0.38 
Creativity 
4.57 4.62 1.76 Mean 3.92 4.33 4.50 4.51 4.45 
SD 0.61 0.65 0.66 0.74 0.68 1.15 0.56 
Achievement 
4.79 1.18 Mean 4.35 4.83 4.58 4.49 4.58 4.66 
SD 0.74 0.38 0.59 0.74 0.72 1.04 0.41 
a degrees of freedom range from 6/241 - 6/249 
*p <.05 
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TABLE 16 
IMPORTANCE OF EXTRINSIC FACTORS BY RANK 
RANK 
VARIABLES 
GRAD. 
ASST. 
ASST. 
LEC. 
LEC. 
II 
LEC . 
I 
SNR 
LEC . 
ASSOC 
PROF . 
PROF 
F^ 
Val. 
Supervision 
Human Relations 
Mean 4.07 4.41 4.08 3.80 3.85 3.80 4.44 2.35* 
SD 0.73 0.51 0.81 0.96 0.97 1.14 0.82 
Supervision 
Technical 
Mean 4.07 4.33 4.17 4.03 4.09 4.13 4.32 0.51 
SD 0.47 0.65 0.78 0.91 0.82 1.12 0.98 
University 
Policy 
Mean 4.28 4.25 3.98 3.98 4.04 3.60 4.27 1.33 
SD 0.61 0.62 0.84 0.90 0.90 0.98 0.99 
Pay 
Mean 4.24 4.06 3.93 3.91 3.97 3.74 3.75 0.37 
SD 0.60 0.52 0.82 0.88 0.78 0.82 0.77 
Advancement 
Mean 4.78 4.50 4.58 4.53 4.41 4.46 4.25 1.04 
SD 0.42 0.52 0.65 0.82 0.81 1.06 0.88 
Working Conditior 
Mean 
s 
3.92 4.41 4.00 4.21 4.22 3.80 4.13 1.41 
SD 0.47 0.51 0.78 0.73 0.73 1.20 0.87 
Co-workers 
Mean 3.53 4.08 4.12 3.96 3.98 3.80 3.82 1.08 
SD 0.66 0.66 0.76 0.90 0.84 1.14 0.96 
Environmenta1 
Conditions 
1.56 Mean 4.04 3.53 4.04 4.02 3.98 3.74 3.80 
SD 0.46 0.78 0.57 0.68 0.59 0.79 1.00 
a degrees of freedom range from 6/241 - 6/249 
*p <.05 
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TABLE 17 
COMPARISON OF MEAN SATISFACTION SCORES 
BY SCHOOL AND RANK 
VARIABLES 
SCHOOL 
General 
Satis. 
Work 
Indivi¬ 
dual 
Atmos¬ 
phere 
Super¬ 
vision 
1. MORE PROFESSIONAL 61.68 24.23 ■9.94 9.21 5.70 
RANK 
A, LOWER LEVEL 57.49 22.26 9.29 8.39 5.21 
B. HIGHER LEVEL 65.47 26.07 10.52 9.96 6.15 
2. LESS PROFESSIONAL 64.23 25.24 10.44 9.51 6.39 
RANK 
A. LOWER LEVEL 61.97 24.38 9.96 8.83 6.35 
B. HIGHER LEVEL 68.38 26.81 11.31 10.76 6.49 
UNIVARIATE F 
FOR COMPARISON 
BETWEEN MORE 
PROFESSIONAL AND 
LESS PROFESSIONAL 
SCHOOLS. 
3.09* 1.66 2.48 0.84 5.78* 
*p <.05 
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the mean scores of lecturers at the higher levels of the 
more professional/less professional categories shows 
significant differences for general satisfaction and 
supervision. 
H5. Male and female lecturers will not differ 
in job satisfaction and ratings of important 
job aspects. 
The multivariate F of 1.93 was not significant for 
differences in satisfaction between males and females. 
This hypothesis is supported. 
Tables 18 and 19 present faculty satisfaction and 
importance ratings by sex respectively. A univariate 
analysis of variance shows only significant differences 
between males and females on satisfaction with advancement 
and achievement items. Presumably, if all the barriers put 
in the way of women vis-a-vis their men conterparts in the 
job are removed, women should be equally satisfied with their 
job as the men. 
Significant sex differences were found in the values 
placed on activity, authority and working conditions. Men 
rated the first two items higher in importance while women 
rated working conditions higher in importance than men. 
H6. This hypothesis states that tenured lecturers 
will be more satisfied with their job than 
their non-tenured counterparts. 
TABLE 18 
FACULTY SATISFACTION BY SEX 
VARIABLES SI 
t MALE FEMALE F^ 
N 221 35 Value 
Activity 
Mean 3.50 3.62 0.48 
SD 0.99 1.03 
Independence 
Mean 3.69 3.76 0.17 
SD 0.97 0.88 
Variety 
Mean 3.44 3.51 0.14 
SD 1.03 0.86 
Social Status 
Mean 3.32 3.55 1.33 
SD 1.09 0.99 
Supervision Hum.Rela. 
Mean 3.00 3.11 0.29 
SD 1.13 1.09 
Supervision Technical 
Mean 3.18 3.29 0.26 
SD 1.17 1.05 
Moral Values 
Mean 4.09 4.02 0.16 
SD 0.87 0.70 
Security 
Mean 3.52 3.51 0.01 
SD 1.10 1.09 
Social Sevice 
Mean 3.92 3.77 0.80 
SD 0.94 1.05 
Authority 
Mean 2.93 2.66 1.91 
SD 1.06 0.85 
a degrees of freedom range from 1/247 - 1/254 
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TABLE 18—Continued 
VARIABLES SEX 
MALE FEMALE 
F 
Value 
N 221 35 
Ability Utilization 
Mean 3.65 B.48 0.67 
SD 1.11 1.06 
University Policy 
Mean 2.36 2.28 0.22 
SD 0.96 1.01 
Pay 
Mean 2.23 2.36 0.70 
SD 0.85 0.74 
Advancement 
Mean 2.97 2.54 4.77* 
SD 1.08 1.03 
Responsibility 
Mean 3.55 3.44 0.44 
SD 0.94 0.74 
Creativity 
Mean 3.47 3.27 1.32 
SD 0.96 0.94 
Working Conditions 
Mean 2.76 2.57 1.12 
SD 1.02 1.00 
Co-workers 
Mean 2.94 2.82 0.44 
SD 0.91 0.95 
Achievement 
Mean 3.41 2.97 5.65* 
SD 1.03 0.95 
Environmental Condition 
Mean 
s 
1.93 1.81 1.12 
SD 0.63 0.51 
General Satisfaction 
Mean 63.27 61.53 0.67 
SD 11.75 10.76 
a degrees of freedom range from 1/247 - 1/254 
*p <.05 
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TABLE 19 
IMPORTANCE RATING OF JOB ASPECTS BY SEX 
VARIABLES SEX - a 
F 
MALE FEMALE ■ Value 
N 221 35 
Activity 
Mean 4.23 3.91 4.24* 
SD 0.83 1.01 
Independence 
Mean 4.44 4.35 0.47 
SD 0.69 0.69 
Variety 
Mean 4.17 4.17 0.002 
SD 0.79 0.70 
Social Status 
Mean 3.91 3.90 0.003 
SD 1.11 1.20 
Supervision Hum. Rela. 
Mean 3.98 4.02 0.06 
SD 0.91 0.96 
Supervision Technical 
Mean 4.10 4.29 1.42 
SD 0.87 0.67 
Moral Values 
Mean 4.63 4.57 0.24 
SD 0.67 0.55 
Security 
Mean 4.18 4.08 0.36 
SD 0.97 0.70 
Social Service 
Mean 4.58 4.40 2.15 
SD 0.65 0.94 
Authority 
Mean 2.83 2.33 4.97* 
SD 1.19 1.16 
a degrees of freedom range from 1/246 - 1/254 
*p <.05 
109 
TABLE 19—Continued 
VARIABLES SEX 
MALE FEMALE 
N 221 35 Value 
Ability Utilization 
Mean 4.61 4.42 2.43 
SD 0.65 0.65 
University Policy 
Mean 4.04 4.00 0.07 
SD 0.89 0.84 
Pay 
Mean 3.91 4.02 0.53 
SD 0.81 0.68 
Advancement 
Mean 4.51 4.34 1.47 
SD 0.76 0.87 
Responsibility 
Mean 4.51 4.37 1.31 
SD 0.68 0.73 
Creativity 
Mean 4.49 4.31 1.93 
SD 0.68 0.86 
Working Conditions 
Mean 4.09 4.37 3.91* 
SD 0.79 0.64 
Co-workers 
Mean 3.93 4.11 1.20 
SD 0.88 0.79 
Achievement 
Mean 4.57 4.71 1.31 
SD 0.71 0.45 
Environmental 
Conditions 
Mean 3.95 3.93 0.02 
SD 0.68 0.70 
a degrees of freedom range from 1/246 - 1/254 
*p <.05 
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A multivariate F of .443 was non-significant. The 
multivariate analysis of variance included rank and tenure. 
Table 20 presents mean satisfaction scores for all the 
variables. Tenured faculty report slightly higher 
satisfaction with all the job aspects. A univariate 
analysis of variance shows significant differences between 
tenured and non-tenured faculty on all the job aspects 
except independence, supervision (human relations and 
technical), working conditions, co-workers and environmental 
conditions. 
In view of all these significant differences, one would 
expect to find a significant overall difference between 
tenured and non-tenured faculty. It appears that, with 
multivariate analysis, the effect of tenure has been 
moderated by rank since a higher percentage of tenured 
lecturers are in the higher rank; 105 out of 110 or 95 per 
cent of respondents in the higher rank have tenure, while 
only 36 out of 144 or 25 per cent of lecturers in the lower 
rank are tenured. The variation in satisfaction by tenure 
has thus been explained by rank which showed a significant 
difference in satisfaction. Since rank covaries with tenure, 
the effect of tenure on satisfaction is rendered insigniricant. 
In order to test the above assumption, analysis or 
covariance was done in which the effect of rank was 
partialled out and the variation in general satisfaction. 
Ill 
TABLE 20 
FACULTY SATISFACTION BY TENURE 
VARIABLES 
TENURE 
F^ 
CONFIRMED CONFIRMED Value 
N 141 113 
Activity 
17.60* Mean 3.74 3.23 
SD 0.91 1.03 
Independenc e 
2.42 Mean 3.77 3.58 
SD 0.98 0.92 
Variety 
13.69* Mean 3.65 3.18 
SD 1.05 0.91 
Social Status 
Mean 3.51 3.17 6.11* 
SD 1.12 1.01 
Supervision Hum. Relation 
Mean 3.07 2.94 0.77 
SD 1.08 1.19 
Supervision Technical 
1.01 Mean 3.26 3.11 
SD 1.14 1.17 
Moral Values 
Mean 4.17 3.95 4.27* 
SD 0.86 0.82 
Security 
6.07* Mean 3.66 3.32 
SD 1.12 1.04 
Social Service 
Mean 4.00 3.76 4.20* 
SD 0.95 0.93 
Authority 
3.94* Mean 3.02 2.75 
SD 1.01 1.05 
Ability Utilization 
12.82* Mean 3.84 3.35 
SD 1.06 1.09 
a degrees of freedom range from 1/246 - 1/253 
*p <.05 
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TABLE 20--Continued 
VARIABLES TENURE 
NUT 
CONFIRMED CONFIRMED J F^ 
N 141 113 
1 Value 
University Policy 
Mean 2.53 2.12 12.40* 
SD 1.02 0.80 
Pay 
Mean 2.34 2.12 4.11* 
SD 0.86 0.80 
Advancement 
Mean 3.20 2.53 26.01* 
SD 1.09 0.96 
Responsibility 
Mean 3.70 3.32 11.41* 
SD 0.93 0.85 j 
Creativity 
Mean 3.57 3.28 5.90* 
SD 0.93 0.97 
Working Conditions 
Mean 2.75 2.72 0.04 
SD 1.06 0.97 
Co-workers 
Mean 2.94 2.90 0.12 
SD 0.81 1.05 
Achievement 
Mean 3.57 3.07 14.91* 
SD 0.98 1.03 
Environmental Conditions 
Mean 1.96 1.84 2.69 
SD 0.61 0.61 
General Satisfaction 
Mean 65.38 60.01 13.99* 
SD 11.59 11.06 
a degrees of freedom range from 1/246 - 1/253 
*p <.05 
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intrinsic and extrinsic satisfaction by tenure -was non¬ 
significant. The covariate, rank, explained more than 95 
per cent of the variation. In addition, partial correlation 
coefficients between general satisfaction, intrinsic and 
extrinsic satisfaction, satisfaction with characteristics of 
the work, the individual, the work atmosphere, supervision 
and tenure were not significant after controlling for rank, 
whereas, ordinary Pearson correlation coefficients between 
the above variables and tenure were significant at the .05 
level. This shows the influence of rank in the coefficients 
(Appendices E and F). 
The hypothesis is supported although a high percentage 
of variation in satisfaction by tenure was explained by rank. 
H7. The higher the educational qualification, 
the less will be the job satisfaction. 
In other words, lecturers holding higher educational 
qualifications will report being less satisfied with their 
job especially if the actual returns fall short of expected 
returns. The calculation of the expected returns is based 
on input in terms of the investment in education. 
Faculty satisfaction was classified by degree, and a 
multivariate analysis of variance yielded an F of 2.61. 
This was significant. But we do not know which categories of 
degree holders are more satisfied or dissatisfied than others, 
A close look at Table 21 shows that, with almost all the job 
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aspects, lecturers holding higher degrees are successively 
more satisfied than those holding lower degrees. This means 
that the higher the degree or educational qualification, the 
higher is the job satisfaction. Hypothesis 7 is not 
supported. 
There were significant differences in faculty 
satisfaction with activity, independence, variety, social 
status, security, advancement, creativity and achievement 
when lecturers were classified by degree. But all are in 
favor of those holding higher degrees. It appears then, 
according to equity theory, that fairness operates in the 
reward system in the university when educational 
qualification is the criterion variable. 
The importance attached to the job factors did not 
vary significantly by degree except for variety only. 
H8. Satisfaction with general environmental 
conditions will positively influence 
overall job satisfaction. 
That is, the higher the satisfaction with environmental 
conditions, the higher will be the overall job satisfaction; 
and the lower the satisfaction with environmental conditions, 
the lower will be the overall job satisfaction. This means 
that satisfaction with environmental conditions affects 
workers' general job satisfaction. 
The mean scores for general satisfaction with and 
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TABLE 21 
FACULTY SATISFACTION CLASSIFIED BY DEGREE 
a degrees of freedom range from 2/246 - 2/252 
*p <.05 
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TABLE 21—Continued 
VARIABLES DEGREE 
BACHELOR'S MASTER’S DOCTORATE Value 
Ability Utilization 
Mean 3.50 3.59 3.68 0.39 
SD 1.20 1.04 1.11 
University Policy 
Mean 2.20 2.23 2.46 1.88 
SD 1.04 0.90 0.98 
Pay 
Mean 1.92 2.30 2.28 2.28 
SD 0.59 0.84 0.86 
Advancement 
Mean 2.38 2.80 3.07 5.07* 
SD 1.26 0.98 1.08 
Responsibility 
Mean 3.30 3.42 3.64 2.47 
SD 0.92 0.88 0.92 
Creativity 
Mean 3.00 3.36 3.59 4.85* 
SD 1.01 0.99 0.90 
Working Conditions 
Mean 2.57 2.55 2.86 2.83 
SD 0.94 1.02 1.01 
Co-workers 
Mean 2.68 2.86 2.99 1.43 
SD 0.94 1.02 0.84 
Achievement 
Mean 2.80 3.21 3.52 6.73* 
SD 1.09 0.90 1.05 
Environmenta1 
Conditions 
Mean 1.90 1.92 1.91 0.02 
SD 0.80 0.64 0.56 
General Satisfaction 
Mean 57.13 62.17 64.64 5.12* 
SD 13.40 
- 
10.75 11.47 
a degrees of freedom range from 2/246 - 2/252 
*p <.05 
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without scores for environmental conditions are 3.15 and 
3.22 respectively. Mean general satisfaction score was 
lower with environmental scores included than when 
environmental scores were not included. This shows 
dissatisfaction or low satisfaction with environmental 
factors. The mean score of 1.92 for environmental conditions 
reduces the mean value of general satisfaction. 
The difference between the mean scores of general 
satisfaction with and without scores for environm.ental 
conditions is significant with a T value of 30.37. These 
results are shown in Table 22. The hypothesis that 
satisfaction with general environmental conditions will 
positively influence overall job satisfaction is supported. 
A correlation coefficient of .41 between general satisfaction 
and environmental satisfaction is significant at the .01 
level. 
In general, Lagos saddles workers with the problems 
rem.iniscent of a poorly designed and inefficiently managed 
urban center, a legacy passed on by the colonial 
administrators. Arrangem.ents are, however, on hand ror the 
development of a new Federal capital at Abuja, a centrally 
located area which is being designed to compare ravorably 
with most world capitals. 
Lecturers* dissatisfaction with environmental 
conditions are reflected in their comments about how they 
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TABLE 22 
GENERAL SATISFACTION AND 
ENVIRONMENTAL SATISFACTION 
VARIABLES 
T DEGREES OF 
MEAN VALUE FREEDOM 
General Satisfaction 
including Environmental 
Satisf action 
3.15 
30.37* 255 
General Satisfaction 
excluding Environmental 
Satisf action 
3.22 
Satisfaction with 
Environmental Conditions 1.92 
Satisfaction with 
Each Variable 
(By Computation) 
3.15 
*p <.001 
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feel with the job. Some of the comments are quoted here: 
(A) "Settling-in conditions in Lagos are very arduous." 
(B) "This job could be better off if basic facilities, 
light, water, health, education, transportation are 
taken care of by the government, even with no higher 
salary." 
(C) "The accompanying car loan to offset, to a greater 
degree, the transportation situation is no longer 
given even before the awaited report of the Car-Loan 
Panel. No accommodation is provided, this makes the 
entire job no longer attractive." 
Other Findings 
Although no specific hypotheses were supplied 
concerning faculty satisfaction by age, salary and 
nationality, these variables are considered important by the 
researcher in terms of their influence on job satisfaction. 
It should be noted that some of the effects of salary on 
satisfaction have been explained by rank which covaries with 
salary. In addition, the extent to which the inclusion of 
non-Nigerians in the analysis has influenced the result was 
not determined but the investigator feels that they are few 
in number and, being professionals, they will not differ 
significantly in their work behavior. 
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Using Weiss et ^.’s (1967) classification of job 
aspects into intrinsic, extrinsic and general satisfaction. 
University of Lagos lecturers differed significantly in both 
intrinsic and extrinsic as well as general satisfaction on 
the basis of age as shown in Appendix G. The trend was that 
satisfaction was somewhat low early in the lecturers' working 
life, but increased after age 30 to about age 50 when it 
started to decline. Saleh and Otis (1964: 426) observed the 
same trend in their study. The explanation for the decline 
could be that as people approached retirement age, 
uncertainty arose as to what they would do with the rest of 
their lives, because retirement meant giving up the work 
environment and all the other things they were used to. 
It is my view that this uncertainty might not be due 
to material benefits since pension and retirement funds are 
deemed adequate for basic needs at this age,* but due to 
how to occupy one's time, to keep busy. This calls for pre¬ 
retirement programs that will help potential retirees plan 
on how to gainfully utilize their retirement period. 
The same trend as above was also observed in faculty 
satisfaction on the basis of rank. Satisfaction reached 
its peak at the Associate Professor level and started to 
decline thereafter. Professorship is the highest rank in the 
faculty hierarchy, and as one reaches this level, one may 
start to wonder what is next unless the individual has the 
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motivation to continue to want to achieve. The uncertainty 
about what is next may diminish job satisfaction. 
There was also a significant difference in faculty 
satisfaction when they were classified by salary. Those who 
earned more were more satisfied with intrinsic, extrinsic 
and general satisfaction factors (Appendix G). 
When the University of Lagos faculty was grouped 
according to nationality, there were no significant 
differences in their satisfaction with intrinsic, extrinsic 
and general satisfaction scales, although non-Nigerians 
have slightly higher mean scores than Nigerians. A total 
of 224 Nigerians and 25 non-Nigerians identified their 
nationality as Nigerian/non-Nigerian in the study. All 
these are presented in Appendix G. 
Nigerians rated activity, social status, supervision 
(technical), security, social service, university policy, 
pay, advancement, responsibility, creativity and environ¬ 
mental conditions higher in importance than non-Nigerians. 
The difference in the importance attached to these variables 
(Appendix H) are due to the fact that most non-Nigerians are 
on contract or short-term employment which may prevent them 
from focussing seriously on these factors. Their commitm.ent 
to and concern for these job outcomes are somehow limited, 
since, as one can conjecture, they have "dual loyalty". 
A stepwise multiple regression analysis revealed that 
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age accounted for the highest contribution to total 
satisfaction with a beta coefficient of 4.88; followed by- 
rank, 3.45; sex, 1.66; and tenure, 1.32. These show that 
total satisfaction will vary by the above magnitudes for 
each unit change in the variables. 
Rank accounted for the highest contribution to job 
importance with a beta coefficient of -4.55. This was 
followed closely by nationality (-4.43). The contribution 
of nationality to job importance is suspect because of the 
wide difference in the number of respondents who identified 
themselves as Nigerians and non-Nigerians respectively. 
Other factors that accounted for substantial contributions 
to job importance are salary (2.87); tenure (2.55); and age 
(2.28). Again, the high correlation among the above 
’'variables makes it difficult to assess the specific 
contribution of each factor to job importance. 
It appears to me that the variables that university 
administrators can manipulate to effect lecturers* job 
satisfaction are: rank and tenure which are achieved on the 
basis of performance criteria established by the university. 
This then brings up the question of the relationship between 
faculty satisfaction and performance, which is a sensitive 
and still controversial topic in job satisfaction studies. 
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Performance at the University of Lagos is based on the 
number of publications, teaching and contribution to the 
university commimity. These are evaluated by the Head 
of Department and the Dean. The reward for good performance 
is promotion which carries with it higher rank/status; and 
higher salary in addition to other perquisites. One can 
then speculate that performance, moderated by rewards in the 
form of higher rank, salary and tenure, will lead to job 
satisf action. 
CHAPTER V 
CONCLUSIONS 
Conclusions of the Study 
The purpose of this study, as stated in Chapter I, is 
to find out the factors that are responsible for the job 
satisfaction of lecturers at the University of Lagos and the 
importance they attach to their job aspects as a measure of 
their "work needs. 
University of Lagos lecturers appear to be well 
satisfied with most of the job aspects except with university 
policy, pay, working conditions and environmental conditions. 
All of the factors that lecturers are not well satisfied with 
are extrinsic in nature and the first three are interrelated. 
Factor analysis shows that faculty satisfaction is 
multidimensional. Instead of the usual intrinsic-extrinsic 
classification of job aspects, four factors emerged which 
explained faculty satisfaction with their job. These are: 
the characteristics of the work, made up of: activity, 
independence, variety, social status, security, social 
service and ability utilization, all of which can be provided 
by the nature of the work alone. Factor 2 represents 
characteristics of the individual in terms of responsibility. 
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creativity and achievement. University policy, pay, 
advancement and environmental conditions load significantly 
on factor 3, and this is interpreted to mean the work 
atmosphere. Only two variables, supervision (human relation) 
and supervision (technical) load highly on factor 4 and they 
represent the leader’s supervisory abilities. All the four 
job categories are significantly related to overall job 
satisf action. 
Hypothesis 1 relates the importance of a job aspect to 
its satisfaction. The higher the importance of a job aspect, 
the higher the satisfaction if the job provides these aspects 
and the higher the dissatisfaction if the job fails to 
provide these aspects. The high importance attached to 
almost all the job aspects reveals the strength of lecturers* 
needs. Satisfaction is, therefore, a function of the 
strength of the needs of a person and the extent to which 
these needs are fulfilled. This was expressed by Wofford as: 
Job satisfaction = f[^Strength of needs - Need fulfillment on] 
the job-(1971: 502). 
Results of studies by Mobley and Locke (1970) indicate that 
the importance of a value to an individual does influence 
the range of affect which that value can produce. This 
study validates the thesis that the gratification of more 
important job aspects produces higher satisfaction and higher 
dissatisfaction when not gratified than when less important 
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job aspects are gratified. 
The intrinsic-extrinsic classification of job aspects 
gained prominence with Herzberg ^ aJ.*s study (1959). Since 
then, a lot of studies have attempted to validate their 
findings and these studies vary in their conclusions. 
Specifically, it was asserted that professionals are more 
interested in intrinsic rather than extrinsic job aspects. 
This study shows that lecturers are concerned with both 
intrinsic and extrinsic factors, nevertheless, the intrinsic 
elements contributed more to job satisfaction than extrinsic 
factors. Lecturers also rated intrinsic factors higher in 
importance than extrinsic job aspects. These findings 
partially support Herzberg*s theory. On the other hand, 
factor analysis shows that professional job satisfaction is 
multidimensional rather than dichotomous with clusters of 
job aspects on four factors. 
Hypothesis 3 made a distinction between the job satis¬ 
faction of lecturers in more and less professional schools 
in the university. The result was that those in more 
professional schools were less satisfied with the job than 
those in less professional schools. The difference in satis-, 
faction was explained in terms of the discrepancy between 
what more professional lecturers want from their job and what 
they think they are receiving. According to Locke (1969) 
the more their wants exceed what they receive, the greater 
their dissatisfaction. 
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Most studies have found a strong relationship between 
organizational level and job satisfaction. This study also 
found a significant relationship between rank in the 
university and lecturers* job satisfaction. This can be 
expected because higher rank carries with it higher 
remuneration, status and a variety of opportunities. 
There have been inconsistent findings in the studies 
of the relationship between sex and job satisfaction 
basically because of the other factors that covary with sex. 
In a professional population of lecturers, with equal 
opportunities, job satisfaction would not differ by sex, 
ceteris paribus. This study found no significant difference 
in faculty job satisfaction on the basis of sex. If women 
are treated on equal terms like the men, they will be 
satisfied with their job as their male counterparts. 
However, what males and females seek from the job may differ. 
For example, males rated activity and authority as 
significantly more important to them than females; whereas, 
the women value working conditions more and rated supervision 
(human relation and technical), pay, co-workers and 
achievement slightly higher in importance than men. 
It is also pertinent to note here that societal norms 
in terms of career-versus-marriage and mother-versus-worker 
role conflicts as suggested by Kavanagh and Halpem (1977) 
may become operative in the lives of faculty women. 
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This view is supported in this study by the comments of a 
female respondent who said, "For married women, there is 
little choice on where to work, for example, I prefer to work 
where my children go to school since that helps to cut 
transportation costs. And one has to work in the same city 
as the husband, so these factors bias answers on the 
questionnaire. If one could change jobs like a man, then 
salary would match effort." 
Tenure is a means of achieving security in one’s job 
especially in a university setting. This is reflected in the 
high (4.18) importance rating for security. The total job 
satisfaction of lecturers in this study varied significantly 
by tenure as did many of the various job aspects. But a lot 
of the variation in satisfaction due to tenure could also be 
explained by rank which covaries with tenure. 
The relationship between educational level and 
satisfaction is still unclear because of the other factors 
that covary with education, for example, age, rank and 
salary. But the influence of educational level on 
satisfaction could be analyzed using equity theory (Adams, 
1965; Lawler, 1973). 
If people perceive inequity in the reward system in 
terms of their input/outcome balance, they will be 
dissatisfied with the job. Klein and Maher found higher 
education to be associated with relative dissatisfaction with 
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pay. The first level managers, who have had higher education 
in their study, are less satisfied with their pay, both 
considering their studies and responsibilities and considering 
what they feel they can get in other companies (1966: 205). 
This study found no such relationship and this may be the 
result that equity obtains in the reward system in this study. 
The studies of the influence of environmental 
characteristics on job satisfaction make workers* stated 
sources of job satisfaction/dissatisfaction more meaningful 
in that events in the environment influence workers* job 
satisfaction (Weitz, 1952; and Hulin, 1966). 
The present study included questions on how satisfied 
lecturers are with the city in which they live, cost of 
living, the political situation, transportation situation x 
and the availability of social amenities. It was found that 
satisfaction with general environmental conditions positively 
influenced total job satisfaction. 
Universities ought to intensify their efforts in the 
provision of accommodation for their staff in major urban 
centers. The improvement of public mass transportation 
facilities, by the government, will relieve workers of some 
of the agonies of working and living in large cities. 
Even though lecturers appear to be fairly satisfied 
with most of their job aspects, it seems to me that there is 
an unmistakable undercurrent of discontent as revealed in 
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lecturers* comments about how they feel with the job. These 
comments could be grouped into three categories; university 
autonomy, leadership and general. 
Comments on university autonomy are quoted as follows; 
(A) "Many people (like me) came to the university because 
of the freedom, research and teaching. This continues 
to be an illusion with the encroachment on the running 
of the institutions by the government and also the 
poor management by university heads. Unless a 
redirection of efforts is done, I foresee a further 
loss of competent personnel to the industry, with 
only sycophants remaining to teach the future 
leaders of the country." 
(B) "I picked up the job because of the presumed 
independence to pursue knowledge the way I feel 
like doing, there has been so much infringements 
in university autonomy by the government and the 
university leadership has become so directionless 
that sometimes one wonders whether staying around 
here is worthwhile. However, one is constrained 
to stay behind because I feel that if the right 
political party ( a party with a correct perception 
of university education) comes along, the situation 
might change." 
(C) "The major problem is the loss of university autonomy 
and the merger of the university with the civil 
service. Then there is the Private Practice Decree 
which has cut off one of the functions of consulting 
or contact with business by professional management 
teachers." 
(D) "A university job is valuable (and thus satisfying) 
in so far as the university keeps its integrity; 
at present, this university is under threat from 
various outside pressures and this beclouds the 
whole work atmosphere." 
(E) "Too much erosion on my authority by the government." 
(F) "The freedom to control and plan my work in a way 
convenient to me is very important." 
I feel that the concept of academic freedom is 
crucial to the achievement of the goals of a university. 
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Even though instances of government interference are only 
administrative in nature, there have not been alleged 
interference in the type of research to be done or what the 
students are to be taught. But the initial interference may 
be pointers to what will come later. 
In order to determine the substance and content of the 
alleged government interference, it is necessary that 
interviews are held with a cross-section of faculty 
population and avenues should be created through which the 
allegations can be presented to the appropriate quarters. 
The second category of comments centers on leadership; 
(A) '*I am not particularly happy about decisions being 
taken at the Faculty level. Lack of academic 
leadership and encouragement with resultant 
effect on the individual^ ability especially when 
one is still trying to develop one's skills.” 
(B) "It appears that the theory of motivation takes a 
possession of my heart as of now. With regard to 
investment theory, I have invested or put in much 
into my present job in terms of time, energy, 
sincerity, *opportxinity cost* and the like. Unless 
Vroom's expectancy theory of motivation has a place 
in my boss* administration, I may be subjected to 
repressive action, the effect of which may be 
negative in my future attitude to my work." 
(C) "The leadership is non-existent. The so-called 
present leadership is non-progressive in thinking 
and actions. The whole decision-making process 
about employees* progress and welfare needs to 
be revamped drastically." 
(D) "I am completely dissatisfied with my present job, 
may be because of departmental environment and 
undue injustices done to me by my superiors." 
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The leader plays an important role in the satisfaction 
of the subordinates. According to Coltrin and Gluech (1977: 
115) the administrator plays a key role in the researchers' 
satisfaction with him through the components of leadership 
style which he utilizes, the general role model which he 
builds from these components and through his perceived 
ability to reward researchers' efforts. In his own study, 
Bachman (1968) found that faculty indicated greatest 
satisfaction with deans who have relatively high influence 
over college affairs, and whose influence is based upon 
expertise and respect rather than upon legitimate authority 
and coercion. 
The leader-follower relationship among university 
faculty appears unclear to me judging from the way lecturers 
treat one another as colleagues. I suspect that the leader's 
influence in the University of Lagos setting is felt through 
his reward power. Deans and Heads of Departments recommend 
those who are to be promoted or given tenure, but the 
leader's exercise of his power may become routine or 
controversial if a faculty member can justify his claims for 
promotion with his performance. In case of any suspected 
abuse of power by a Dean, an aggrieved faculty has a right 
of appeal to the Appointments and Promotions Committee. 
Some of the general comments, among others, are: 
(A) "As a foreigner, I don't expect to be somebody in the 
community myself, but as a university person, I must 
be concerned about the status and respect accorded to 
university people in the community, ... I have 
observed a steady decline in the prestige of 
university people in this country. This also must 
give any university worker cause for concern and 
diminish job satisfaction.” 
"Although my present and future remuneration might 
fall short of what is required to put me on parity 
with my colleagues in other role situations, yet I 
love my job and cherish all the opportunities which 
the academics profession provides. I honestly believe 
that the academic profession is one of the most 
enterprising careers one can ever choose, if there is 
any problem, it has to do with those unsavoury policy¬ 
makers and devilish administrators whose actions tend 
to stifle academic interests out of us all.” 
"To me, the job is very interesting and challenging, 
however, lack of funds is hampering research work in 
Nigerian universities generally. Much can be 
accomplished if research projects are adequately 
f unded.” 
"My capabilities are not fully utilized in the present 
job because of financial constraints in providing the 
necessary equipment for further work and research." 
"I feel I am being underutilized in the job. I will 
feel better than this when I have good facilities 
and equipment to work with." 
"It appears the role of the academic is yet to be 
fully imderstood in our community, a situation which 
could and has actually led to a considerable 
frustration and disillusionment among many who had 
opted for an academic career." 
"I am not satisfied with the public's opinion of the 
university lecturers and this is very important." 
"What prestige do academicians have from the public's 
point of view?" 
"I try to make the best out of the present situation, 
if only to maintain sanity." 
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(J) ”I love doing -what I am doing, that is why I am still 
on it. 1*11 quit the day I no longer like it rather 
than stay and grumble." 
The above comments are important because they help to 
direct the attention of university administrators to 
critical areas of faculty dissatisfaction, especially in 
such areas as university autonomy-cum-government control 
which influences the public's opinion of the university 
teacher and affects his social status. 
Lecturers also complained about lack of funds for 
research. This they feel may hamper the University in the 
pursuit of one of its basic roles-that of research and the 
pursuit of knowledge. 
The University of Lagos lecturers rated all their job 
aspects as being very important except for authority which 
was rated as somewhat important. A university community, 
even though hierarchical by design, does not deal with one 
another on the basis of authority. The concept of authority 
is not strictly in terms of superior-subordinate relationship. 
There could be, what one might call, "hierarchy among co- 
equals" . 
The importance attached to almost all the job aspects 
showed that lecturers wanted or needed these from their job. 
In essence, lecturers need both intrinsic and extrinsic job 
elements. But they rated many of the intrinsic factors as 
being more important than many of the extrinsic job aspects. 
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This means that culture exerts no appreciable influence on 
the professional's job values as presumed in this study or 
that professional norms are so strong that they overpower 
the influence of cultural demands on the lecturers. 
Limitations of the Study 
The University of Lagos was chosen for this study on 
the basis of the researcher’s intuition about faculty 
satisfaction. The institution is not a random sample from 
the universities in Nigeria and this restricts any attempt 
at generalization of findings to other universities in 
Nigeria, in particular, or to universities in other 
developing countries, in general. In other words, the 
phenomena depicted in this study may not, in any way, 
represent those of lecturers in other Nigerian universities 
or elsewhere. 
Furthermore, the results should be interpreted with 
caution since they only show relationships and not causation. 
In addition, the University is located in a "unique" 
place in Nigeria. Conditions in other cities and places 
where other Nigerian universities are located may be 
different and this may influence faculty satisfaction 
in these other places differently. 
It should also be noted that the study utilized one 
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instrument -with 20 items all of which may not comprehensively 
depict work values that people seek. A different instrument 
might yield different results. 
A 51 per cent response rate, even though usable, is low 
and the results might not be as representative of the 
population of Lagos University lecturers as if there were 
100 per cent response rate. Closely allied to this is the 
fact that there were only four respondents in one school and 
comparison of this school with others makes the results 
suspect because it is unlikely that four faculty members 
will adequately reflect the characteristics of a whole school. 
It is possible that social desirability in the response 
to the questions affects the results. This is explained to 
mean that a lecturer may feel that it is socially desirable 
for himAier to respond to certain questions in certain ways 
irrespective of how he feels personally with the job. For 
example, a lecturer may feel that people will respond 
negatively to him by asking why he chose the job if he 
reported being dissatisfied with his job. I feel that 
this response bias is at a minimum since no respondent was 
asked for any personal identification. 
Lastly, there were high correlations among the 
independent variables. This makes the understanding of the 
specific contribution of each variable to total job 
satisfaction somewhat difficult. 
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Suggestions for Future Action 
In order to have a good picture of faculty satisfaction 
in Nigeria, the study should be extended to other Nigerian 
universities. This will enable national comparison of 
faculty satisfaction. 
Secondly, the study should be expanded to include 
questions on what actions lecturers would take if they are 
dissatisfied with their job. The response could then be 
compared with job market situation to find out if the job 
market situation exerts influence on the actions to be taken 
in case of job dissatisfaction. 
Comparative cross-cultural studies of faculty 
satisfaction should be done both continentally and inter- 
continentally. This will help to establish a common measure 
of what faculty seek from their job. 
Also, a wide array of exogenous variables currently 
being ignored or assumed away should be included in the 
study of professional job satisfaction. For example, the 
influence of the opportunities and importance of outside 
work on lecturers’ job satisfaction. This study tried to 
determine if the professional’s need in his job is influenced 
by the relevant culture. 
Conceptual Problems in the study of Job Satisfaction. 
Despite the number of definitions of job satisfaction given 
in Chapter II (Vroom, 1964; Smith, 1969; Locke, 1969, 1976; 
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Seashore, 1974; and Portigal, 1976) the concept of job 
satisfaction is still ambiguous. But this ambiguity in the 
definition of job satisfaction can be a consequence of the 
diversity of purposes for which research is conducted. It 
is felt that this ambiguity should provide the conceptual 
space for evolving a more developed understanding of job 
satisf action. 
There is still not much systematic data pertaining to 
the precise nature of job outcomes that people value, for 
example, when we ask someone to rate the degree to which the 
job provides for friendly co-worker relationship, what does 
he think about before answering? 
The outcomes incorporated into job satisfaction 
questionnaires have typically not been defined in terms of 
observables. As yet, we cannot really describe, in concrete 
terms, the outcomes for which people work. 
There is need for multimethod approach to determining 
the nature of relevant job outcomes. Herzberg et (1959) 
took a step in this direction. Someone else should ask 
subjects to think of a time when they felt like changing 
jobs or think of a time when they did change jobs, accept an 
offer, work overtime and so on; and then describe what led 
to that feeling or decision. This will help determine 
precisely what people look for in their jobs. 
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There is need for the development of value-importance- 
satisfaction functions for various job elements and for 
different types of workers. 
Research on the individual’s view of himself and the 
way in which this view affects what he seeks for pleasure on 
the job and how various job experiences and conditions 
affect him are called for. The concept of self-esteem is 
crucial in this regard. Korman (1968) has argued that high 
self-esteem employees get more pleasure from task success 
than from failure; low self-esteem persons do not. This 
calls for the use of personality attributes as determinants 
or moderating variables of the job attitudes-job outcomes 
relationship. 
According to Locke (1976) job satisfaction researchers 
have relied too much on rating scales to measure job 
satisfaction and too little on interviews. Measurements of 
job satisfaction should have logical validity, which means 
that the measurement should integrate all relevant knowledge 
about the individual and the phenomenon being measured. 
Research on job satisfaction will benefit from in-depth 
interviews in which respondents express how they feel with 
their jobs. 
Research into the cognitive processes that would 
likely affect an individual’s attitudes towards his job. 
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over and above the particular content of his values and the 
job conditions and experiences -which he encounters, are 
called for. This is what Locke called the "psycho¬ 
epistemology of job satisfaction" defined as the study of 
man's methods of mental functioning. Examples of these 
cognitive processes are general emotional maladjustment, 
emotional generalization, self-other comparison and 
defensiveness (1976; 1340-1342). 
The major problem in this area of research is that 
of measurement of mental attitude -which requires strictly 
controlled laboratory experiments. Yet, a concerted effort 
in this direction will facilitate better understanding of 
job satisfaction. 
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APPENDIX A 
March 2, 1979 
Dear Faculty Member, 
The purpose of the attached questionnaire is to find 
out hoy you feel about your present job, what things you are 
satisfied with and what things you are not satisfied with. 
And also to find out how important your job aspects are to 
you. 
I am a doctoral candidate in the Graduate School of 
Business Administration, University of Massachusetts, U.S.A. 
and I am collecting data for my dissertation. 
Your response will be held in strict confidence. Data 
will be grouped for analyses and comparisons only, that way 
no individual will be identified. The results of the study 
will be used for my dissertation and possibly for articles 
in professional journals only. 
I will assume that your participation in this study 
also gives me your permission to use the results as indicated 
above. And since the questionnaire takes less than 15 
minutes to complete, it will be greatly appreciated if you 
would fill it out and return it in the attached envelope to 
your Dean*s/Head of Department*s office by the end of the day. 
I would like to thank you, in advance, for your help 
in this study. 
Sincerely, 
John 0. Oni 
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APPENDIX B 
BIOGRAPHICAL INFORMATION. 
Sex: _ Male 
 Female 
Age: _ 18-30 
 31-40 
_ 41-50 
 51-60 
61 and Over 
Highest Degree Received: 
_ Bachelor's Degree 
_ Master's Degree 
_ Doctorate Degree 
_ Other (Specify) _ 
Nationality: 
_ Nigerian _ Non-Nigerian 
In what College/Faculty do you teach within the University? 
Number of years of teaching in this College/Faculty: _ 
Total number of years of teaching at university level: 
Rank: 
_ Graduate Assistant/Research Assistant. 
_ Assistant Lecturer/Junior Research Fellow. 
_ Lecturer Grade Il/Research Fellow II 
_ Lecturer Grade l/Research Fellow I 
_ Senior Lecturer/Senior Research Fellow. 
_ Associate Professor. 
_ Professor. 
Appointment Confirmed? 
_ Yes. 
_ No. 
Present University Salary: 
3,264 - 4,164 7,764 - 8,724 
4,368 - 5,340 8,868 - 9.828 
5.460 - 6,432 9,996 - 11,028 
6,444 - 6,982 11,268 -12,420 
7,104 - 7,752 
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* Please indicate hov satisfied you are with each of the 
following aspects of your job. 
"1" means I am NOT SATISFIED. 
"2" means I am ONLY SLIGHTLY SATISFIED. 
"3” means I am SATISFIED. 
'•4'’ means I am VERY SATISFIED. 
”5” means I am EXTREMELY SATISFIED. 
* Also indicate how important the job aspects are to you. 
”1" means OF NO IMPORTANCE. 
"2” means OF LITTLE IMPORTANCE. 
•’3” means OF SOME IMPORTANCE. 
”4" means VERY IMPORTANT. 
"5" means EXTREMELY IMPORTANT. 
* Please circle your response numbers. 
How 
satisfied 
are you 
with? 
1. Being able to keep busy 
all the time. 1 2 3 4 5 
2. The chance to work by myself. 1 2 3 4 5 
3. The chance to do different 
things f rom time to time. 1 2 3 4 5 
4. The chance to be somebody 
in the community. 1 2 3 4 5 
5. The way my boss handles 
his people. 1 2 3 4 5 
6. The competence of my boss 
in making decisions. 1 2 3 4 5 
7. Being able to do things 
that don't go against 
my conscience. 1 2 3 4 
8. The way my job provides 
for steady employment. 1 2 3 4 5 
9. The chance to be of 
service to people. 1 2 3 4 5 
10. The chance to tell 
people what to do. 1 2 3 4 5 
How 
important 
is this 
to you? 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
154 
11 . 
12. 
13. 
The chance to do something 
that makes use of my abilities. 
The way university policies 
are put into practice. 
a. My pay and the amount 
of work I do. 
b. The chance to make as 
much money as my friends 
in other establishments. 
c. How my pay compares with 
that for similar jobs in 
other organizations. 
d. How my pay meets my 
financial commitments. 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
14. The chances for advancement 
on this job. 
15. The responsibility of my job. 
16. The chance to try my own 
methods of doing the job. 
17. The working conditions 
(physical, pleasantness). 
18. The way my colleagues get 
along with each other. 
19. The feeling of accomplishment 
I get from the job. 
a. The city I live in. 
b. The cost of living. 
c. The political situation. 
d. The transportation 
situation. 
e. The social amenities. 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
12 3 4 
12 3 4 
* * Any other comments about how you feel with your present 
job? 
5 
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APPENDIX E 
ANALYSIS OF COVARIANCE TABLES 
GENERAL SATISFACTION 
SOURCE 
SUM OF 
SQUARES 
DEGREES OF 
FREEDOM 
MEAN 
SQUARE 
UNIVARIATE 
F 
Explained 4787.85 2 2393.92 20.33* 
Residual 29554.56 251 117.74 
Total 34342.42 25 3 
Main Effect (Tenure) 29.19 1 29.19 0.25 
Covariate (Rank) 4758.66 1 4758.66 40.41* 
INTRINSIC SATISFACTION 
Explained 2396.08 2 1198.04 22.79* 
Residual 13192.91 251 52.56 
Total 15588.99 253 
Main Efect (Tenure) 10.39 1 10.39 0.19 
Covariate (Rank) 2385.68 1 2385.68 45.38* 
EXTRINSIC SATISFACTION 
Explained 410.35 2 205.17 8.36* 
Residual 6156.07 251 24.52 
Total 6566.42 25 3 
Main Efect (Tenure) 4.75 1 4.75 0.19 
Covariate (Rank) 405.60 1 405.60 16.53* 
A 
*p <.05 
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APPENDIX F 
PARTIAL CORRELATION COEFFICIENTS-CONTROLLING FOR RANK 
SATISFACTION VARIABLES CORRELATION COEFFICIENTS 
General Satisfaction 
Tenure 
.034 
Intrinsic Satisfaction .028 
Extrinsic Satisfaction .035 
Characteristics of the Work .003 
Characteristics of the .056 
Individual 
Work Atmosphere - .019 
Supervision .039 
PEARSON CORRELATION COEFFICIENTS 
General Satisfaction 
Tenure 
-.229* 
Intrinsic Satisfaction -.245* 
Extrinsic Satisfaction -.148* 
Characteristics of the Work -.243* 
Characteristics of the -.201* 
Individual 
Work Atmosphere -.2b2* 
Supervision - .023 
Rank -.674* 
*p <.05 
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APPENDIX G 
INTRINSIC, EXTRINSIC AND GENERAL 
SATISFACTION CLASSIFIED BY SALARY AND BY AGE 
a degrees of freedom are 8 and 247 for salary and 3 and 251 
for age. 
*p <.05 
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APPENDIX G—Continued 
INTRINSIC, EXTRINSIC AND GENERAL SATISFACTION 
CLASSIFIED BY NATIONALITY 
VARIABLES NATIONALITY 
NIGERIANS NON-NIGERIANS 
N 224 25 
Intrinsic 
Mean 41.97 42.36 
SD 7.66 9.69 
Extrinsic 
Mean 21.06 22.00 
SD 5.04 5.38 
General 
Mean 63.00 64.36 
SD 11.39 14.18 
F 
Value 
0.06 
0.77 
0.31 
a degrees of freedom are 1 and 247 
None of the F Values -was significant at the .05 level 
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APPENDIX H 
IMPORTANCE OF JOB ASPECTS BY NATIONALITY 
VARIABLES NATIONALITY 
NIGERIANS 
NON- 
NIGERIANS Value 
Activity 
Mean 4.24 3.72 8 37* 
SD 0.78 1.30 
Independence 
Mean 4.43 4.40 0.04 
SD 0.66 0.91 
Variety 
Mean 4.19 4.12 0.16 
SD 0.76 0.95 
Social Status 
Mean 4.00 3.17 12.12* 
SD 1.04 1 .49 
Supervision Hum.Relatio 
Mean 
n 
4.00 3.95 0 04 
SD 0.91 1.04 
Supervision Technical 
Mean 4.16 3.76 5.23* 
SD 0.81 1.09 
Moral Values 
Mean 4.64 4.45 
SD 0.63 0.93 
X • ^ 
Security 
Mean 4.22 3.66 7.59* 
SD 0.90 1.20 
Social Service 
Mean 4.58 4.28 4.31* 
SD 0.64 1.13 
Authority 
2.40 Mean 2.79 2.50 
SD 1.16 1 .41 
a degrees of freedom range from 1/240 - 1/248 
*p <.05 
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APPENDIX H—Continued 
VARIABLES NATIONALI TY 
NIGERIANS 
NON- 
NIGERIANS Value 
Ability Utilization 
Mean 4.59 4.56 0 06 
SD 0.62 0.86 
University Policy 
Mean 4.09 3.60 6 87* 
SD 0.84 1.19 
Pay 
Mean 3.96 3.57 5 47* 
SD 0.76 0.93 
Advancement 
Mean 4.56 3.88 T 8 71 * 
SD 0.70 1.09 
Responsibility 
Mean 4.53 4.12 7 60* 
SD 0.63 1.07 
Creativity 
Mean 4.49 4.20 3.87* 
SD 0.67 1.00 
Working Conditions 
Mean 4.14 3.96 1.29 
SD 0.75 1.01 
Co-workers 
Mean 3.98 3.84 0.57 
SD 0.87 0.94 
Achievement 
Mean 4.60 4.40 2.03 
SD 0.66 0.91 
Environmental Conditioi 
Mean 
IS 
3.98 3.61 6.57* 
SD 0.65 0.89 
a degrees of freedom range from 1/240 - 1/248 
*p <.05 

